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JOB  SATISFACTION  AND  THE  RELATIONSHIP  TO  ETHNICITY:
COMPARING  THE  JOB  DESCRIPTIVE  INDEX,  INCLUDING  THE  JOB  IN GENERAL  SCALE,
ACROSS  ETHNORACIAL  GROUPS  WITHIN  THE  ST  ATE  OF MINNESOTA
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Thesis
Leadership  Application  Project
Non-Thesis  (ML  597)  Project
The  Job  Descriptive  Index,  including  the  Job  in General  scale,  was  used  to survey  employees  in
Minnesota  from  five  ethnoracial  groups:  African  American,  American  Indian,  Asian,
Hispanic/Latino  and  White  to determine  if ethnicity  impacts  the  score  for  the  five  facets  (pay,
promotion,  co-workers,  supervisors,  and  the  work  on the  present  job)  and  the  job  in general
survey.  Survey  results  were  also  analyzed  by age,  gender,  household  income  and  organization
type.  A t-test  was  used  to analyze  the  difference  of mean  results  between  ethnoracial  groups
using  Whites  as the  control  group.
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IIntroduction
Robert,  an African  American  male,  struggles  to  find  allies  in his work  environment.  In his
opinion,  his race  is often  a factor  (albeit  most  often  a silent  factor)  in how  his work  is received  and
reviewed.  An ethnic  minority,  Robert  is strained  by the  perceived  lack of  support  by his supervisor  and
his team  due  to the  feeling  that  his ideas  are not  as respected  as those  of  his white  colleagues.  He
wonders  if his opinions  are dismissed  because  of his race  or because  he does  not  support  the  status  quo.
Robert  is different  in his ethnicity,  culture,  life  experience  and lens in which  he views  the  world.  Not
satisfied  in his work  environment,  he continues  to  seek  employment  elsewhere,  at an organization  that
can understand  and embrace  him.
Robert  is not  alone.  Minnesota's  racial  demographics  are changing  and  will  force  Minnesota
companies  to hire  a more  diverse  workforce.  The percent  of Minnesota's  population  that  is nonwhite  or
Latino  is projected  to grow  from  14  percent  in 2005  to 25 percent  in 2035  (McCurry,  2009).  The  census
data  from  2000  and 2010  shows  a 59.8%  increase  in Black/African  American  residents,  a 50.9%  increase
in Asian  residents  and a 74.5%  increase  in Hispanic  residents.  During  this  same  10  year  period,  there
was  only  a 2.8%  increase  in White  residents  (United  States  Census  Bureau,  2011).  Retaining  employees
is an important  factor  in reducing  costs  and  maintaining  momentum  for  companies.  Employees  that
indicate  job  satisfaction  are more  likely  to be retained.  However,  can we assume  that  every  ethnicity
views  job  satisfaction  in the  same  way?
This  study  investigates  whether  job  satisfaction  is similar  across  ethnic  groups  in the  state  of
Minnesota. While  the  instruments  exist  to  study  job  satisfaction,  research  is still  needed  to determine  if
different  ethnicities  regard  the  factors  of  job  satisfaction  differently.  Does ethnicity  influence  the
importance  of  the  various  facets  of  job  satisfaction?  For example,  do African  American  employees  view
2pay as a more important  facet  of  job  satisfaction  than White  employees?  Do Hispanic/Latino  employees
view  opportunities  for  promotion  as less satisfying  than  Asian  employees?  Understanding  what  makes  a
job  satisfying  for  his or  her  employees  is an important  role  for  the  supervisor.  Assuming  all employees
view  satisfaction  in the  same  way  or  treating  all employees  in the  same  way  can  limit  satisfaction  if, in
fact,  employees  view  job  satisfaction  differently.  The  purpose  of  this  research  is to  see if similarities
exist  within  ethnicities,  as determined  through  the  Job  Descriptive  Index  and  Job  in General  scale,  and
then  to  see  if  there  is correlation  across  ethnic  groups.  That  is, do  certain  ethnic  groups  view  one  facet
over  the  others  in determining  their  job  satisfaction  and  does  that  differ  from  other  ethnicities?
The  changing  workforce  is both  an opportunity  and  a challenge  for  a supervisor.  Supervisors
need  to  know  what  factors  are  important  for  job  satisfaction  for  all employees.  Understanding  how
different  ethnicities  interpret  job  satisfaction  will  enable  supervisors  to  be more  effective  leaders.
Organizations  that  are  able  to  address  the  needs  of  a diverse  workforce  will  be more  likely  to  retain
employees.
This  thesis  investigates  whether  or  not  differences  exist  across  ethnicities  in regards  to  the
importance  of  the  different  facets  in job  satisfaction.  The  study  will  assess  similarities  within  and  across
ethnic  groups.  If similarities  within  ethnicities  exist,  supervisors  can  use  this  data  to  assist  in providing  a
satisfying  work  environment  for  a given  ethnicity.  If similarities  exist  across  ethnicities,  supervisors  can
use  this  data  to  build  streamlined  processes  for  addressing  job  satisfaction  for  all employees.  If
differences  exist  within  ethnicities  and  across  ethnicities,  supervisors  can  use  this  data  to  better
understand  the  diverse  needs  of  a diverse  workforce.  This  thesis  will  not  provide  ideas  for  supervisors
regarding  how  to  build  a satisfying  work  environment;  rather  it will  provide  insight  into  whether  or  not
people  of  different  ethnic  backgrounds  view  job  satisfaction  differently  compared  to  others  in their  own
ethnic  group  and  to  others  outside  their  ethnic  group.
3Literature  Review
The  History  of  Job  Satisfaction  Studies
Simply  put,  job  satisfaction  is how  people  feel  about  their  jobs  and  different  aspects  of  their  jobs
(Spector  1997).  Job  satisfaction  has been  studied  for  decades,  with  significant  strides  in the  creation  of
assessment  instruments  starting  in the  late  1960s.  Prior  to  this  time,  studies  were  conducted  from  the
perspective  of  need  fulfillment  ratherthan  attitudes  of  employees.  For  example,  employees  were  asked
if  their  work  met  their  physical  and  psychological  needs  (Spector  1997).  The  instruments  developed  in
the  1960s  shifted  the  focus  from  needs  being  met  to  attitudes  toward  work.  Many  of  the  instruments
developed  in the  1960s-1980s  are  still  widely  in use  today  including  the  Job  Descriptive  Index,  created  in
1969,  and  the  Minnesota  Satisfaction  Questionnaire,  created  in 1967.
Smith,  Kendall  and  Hulin  (1969),  the  creators  of  the  Job  Descriptive  Index,  wanted  to  create  a
tool  that  would  measure  satisfaction  in order  to  establish  a general  theory  that  would  serve  as a basis
for  practical  action  and  for  future  research.  Their  work  provides  a historical  overview  for  study  of  job
satisfaction  leading  up until  1969.  At  that  point  in United  States  history,  there  was  a wide  variety  of
publications  in the  area  of  job  satisfaction  and  additional  interest  in the  field  was  expressed  by those  in
industry,  government  and  private  agencies.  Smith  et al. found  that  there  was  an assumption  in industry
that  changes  in attitude  would  be reflected  in increased  productivity  and  improved  profit-and-loss
statements.  That  is, the  happier  the  employee,  the  more  productive  he or  she  would  be in their  job.
However,  Smith  et al. claimed  that  this  formula  was  inadequate  and  in fact,  no really  substantial,
reliable,  or  general  correlation  between  satisfaction  and  productivity  had  been  established.  The  interest
in job  satisfaction  was  also  held  by those  interested  in studying  human  behavior  and  attitudes.  It was
felt  that  the  study  of  satisfaction  should  be able  to  contribute  to  the  general  psychology  of  motivation,
preferences  and  attitudes  (Smith  1957).  The  workplace  provides  a lab  for  such  research.  Their  charge
4was  to  create  a validated,  usable  instrument  that  provided  accurate  and  applicable  information  about
job  satisfaction.
Job  satisfaction  is generally  assessed  as an attitudinal  variable,  that  is how  one  feels  about  one's
job  in general,  or  about  how  one  feels  about  certain  facets  of  their  job.  There  is a common  set  of  facets
most  often  used  in the  most  popular  job  satisfaction  instruments:  appreciation,  communication,
coworkers,  fringe  benefits,  job  conditions,  nature  of  the  work  itself,  the  organization  itself,  the
organization's  policies  and  procedures,  pay,  personal  growth,  promotion  opportunities,  recognition,
security  and  supervision  (Spector  1997).  The  facet  approach  gives  an organization  more  detailed
information  about  what  part  of  the  job  is satisfying  and  which  part  is not,  allowing  for  specific
interventions  to  be created.  Satisfaction  assessment  tools  are  used  to  determine  an individual
employee's  satisfaction  with  his or  her  job.  An organization  may  compile  the  data  from  all of  its
employees  to  determine  overall  satisfaction.  Or, it can  be used  to  compare  satisfaction  from  one
industry  or  company  to  another.  Finally,  when  the  results  of  the  instrument  are  combined  with  the
demographic  information  for  the  employees,  one  can  start  to  see  if trends  exist  when  comparing  age,
gender,  nationality  or  race  and  job  satisfaction.
The  Changing  Workforce
The  proportion  of  women  in the  workforce  has increased  from  43%  in 1970  to  nearly  60%  in
2007.  During  this  same  period  of  time,  the  proportion  of  men  in the  workforce  decreased  from  80%  to
73%.  Women  comprised  almost  half  (46%)  of  the  total  workforce  in 2007.  There  are  many  reasons  for
this  change  including  a higher  rate  of  divorce,  a larger  number  of  white  collar  positions,  and  the  1964
Civil  Rights  Act  and  associated  amendments,  which  made  it more  costly  for  employers  to  discriminate
against  women  (Lee  and  Mather  2008).  With  women  comprising  a significant  part  of  the  workforce,
studies  were  conducted  to  compare  job  satisfaction  between  men  and  women.
5In 1987,  Brush,  Mooch  and Pooyan,  conducted  a meta-analysis  to  determine  whether  or  not
demographic  differences  among  employees  were  associated  with  job  satisfaction.  Up until  this  point,
extensive  research  had been  done  but  without  the  consistent  use of  standard  controls  for  various
demographics.  There  were  numerous  questions  regarding  whether  or  not  job  satisfaction  varied  by
demographic  group.  Some  research  indicated  that  age and educational  attainment  did impact  job
satisfaction.  Other  research  indicated  that  men  were  more  satisfied  with  their  jobs  than  women  were
while  still  other  research  dismissed  this  conclusion.  What  was needed  was a study  that  would  provide
external  validity  sufficient  to begin  to resolve  the  welter  ofinconsistent  findings  already  available  in the
literature  (Brush  et al. 1987).  Brush  et al. used  the  Michigan  Organizational  Assessment  Package
Databank  to access  10,192  records  from  across  21 organizations.  The  average  age was  36.8,  78% of  the
respondents  were  white  and  30.5%  were  female.  Job satisfaction  was measured  differently  across  the
organizations  but  typically  involved  a seven-point  Likert  scale. The  researchers  found  that  there  was  a
correlation  between  age and  job  satisfaction  and organizational  tenure  and  job  satisfaction.  The
researchers  recommended  controlling  for  both  of  these  variables  as both  have  a significant  association
with  job  satisfaction.  Gender  differences  existed  for  those  employed  in the  private  sector  but  not  for
those  in government  organizations.  Brush  et al. determined  that  it was  important  for  researchers  to
control  for  demographic  variables  and  to consider  attempting  to explain  the  associations  between
demographic  differences  and  job  satisfaction.
In 1992,  Witt,  Allen  and Nye conducted  a meta-analysis  in order  to study  the  impact  of  gender
on perceived  fairness  of pay or  promotion  and  job  satisfaction.  Witt  et al. were  intrigued  by the  idea
that  different  management  strategies  might  be useful  when  gender  differences  existed.  However,  if
differences  did not  exist,  such practices  could  lead  to discrimination.  Their  literature  review  examined
studies  from  the  late  1970s  through  the  mid-1980s  and again,  these  researchers  found  conflicting  and
inconsistent  data  across  the  study  of  gender  and  job  satisfaction.  In their  study,  a number  of
6populations  were  sampled  including  university  employees,  school  teachers,  nonmedical  hospital
employees  and  a variety  of  positions  within  the  Federal  Aviation  Administration.  Meta-analysis
procedures  were  used  to  evaluate  gender  differences  in (a) correlation  coefficients  between  job
satisfaction  and  fairness  scores  and  (b) levels  of  fairness  and  job  satisfaction  as operationalized  in
standardized  group  differences  in the  perceived  amounts  of  pay  fairness  and  promotion  fairness  and  the
expressed  levels  of  both  facet  and  global  job  satisfaction  (Witt  et al. 1992).  They  discovered  that
perceived  fairness  did  account  for  a significant  amount  of  the  variance  in job  satisfaction,  that  is, the
more  unfair  pay  and  promotions  were  perceived,  the  more  unsatisfied  one  was  with  his or  her  job.
Additionally,  the  data  suggested  that  there  was  no gender  difference  in this  relationship.  The
researchers  determined  that  it was  not  appropriate  for  managers  to  use  different  strategies  for  men
versus  women.
Comparing  Job  Satisfaction  Across  Ethnic  Groups
The  US workforce  continues  to  change  as more  non-whites  enter  the  workforce.  While  women
began  entering  the  workforce  in greater  numbers  starting  the  1970s,  the  years  of  growth  for  nonwhites
are  just  on  the  horizon.  According  to  a labor  report  from  2008,  in 2005,  the  majority  of  people  in the
workforce  were  non-Hispanic  white  (70  percent).  By 2050,  we  will  see  a radical  shift  in the  racial  and
ethnic  composition  of  the  workforce.  By 2050,  the  Hispanic  population  is projected  to  reach  24 percent
of  the  labor  force.  Asians  will  accou  nt for  8 percent  of  the  labor  force  in 2050,  up  from  4 percent  in
2005.  In contrast,  the  African  American  share  of  the  labor  force  will  only  grow  from  11  percent  to  14
percent  in 2050.  Because  other  groups  are  growing  faster,  the  non-Hispanic  whites"  share  of  the  labor
force  is projected  to  drop  to  just  over  50 percent  by 2050  (Lee  and  Mather  2008).
In the  1970s,  research  regarding  the  impact  of  ethnicity  on  job  satisfaction  began.  Ethnicity  has
been studied  in a variety  of ways:  differences  within  an organization,  comparing  one  race  to  another  or
7comparing  satisfaction  across  countries.  A study  conducted  by Jones,  James,  Bruni  and  Sells (1977)
investigated  cultural  differences  in work  environment  perceptions  by surveying  African  American/black
and Caucasian/white  employees  in similar  work  conditions.  Previous  studies  cited  by Jones  et al.
reported  racial  differences  in intelligence,  motivation  and  job  satisfaction.  Jones  et al. challenged  these
assumptions  by developing  a study  that  would  compare  job  satisfaction  between  the  two  ethnic  groups
by surveying  employees  in similar  positions  and  work  conditions.  The  study  was  conducted  using  4,315
male  US Navy  enlisted  personnel  that  were  serving  on 20 different  ships.  The  ships  were  organized  by
departments  and  then  subdivided  into  relatively  small  (approximately  16  men)  divisions  in which  sailors
had similar  job  specialties  and ratings.  To create  the  desired  comparative  environment,  researchers
surveyed  only  divisions  in which  blacks  and whites  were  serving.  The  survey  was required  for  all
selected  candidates  and was administered  during  group  sessions  in the  initial  weeks  of  deployment.  The
final  subsample  was  1451  white  men  and 166  black  men.  The  proportions  of  black  (10%)  to white  (90%)
sailors  in the  subsample  mirrored  the  racial  proportions  in the  overall  population.  The median  age was
23.3  years  and  the  median  years  of  employment  in the  Navy  was  4.4.  The  study  found  relatively  similar
results  in job  attitudes  for  black  and  white  sailors  and no differences  were  found  for  general  satisfaction
with  the  Navy  or  with  such  aspects  as security,  social  need  fulfillment,  training,  opportunities  for
promotion,  treatment  by superiors,  esteem  and ego needs,  autonomy,  or  self-actualization.  Blacks
reported  higher  levels  of  job  involvement  as well  as higher  levels  of  satisfaction  on items  reflecting  pay,
rules  and  regulations  regarding  appearance  and opportunities  to  get  a better  job  in the  Navy.  The
findings  were  mixed  as they  pertained  to  the  hypothesis  that  racial  differences  in satisfaction  and  work-
related  attitudes  reflect  systematic  differences  in work  conditions.  The researchers  found  that  black
respondents,  on average,  had less advanced  training  and  were  therefore  more  likely  to hold  routine,
lower  skill  positions.  However,  no differences  were  found  regarding  pay, number  of  men  supervised  or
promotion  rate. Finally,  with  no significant  differences  in five  of  the  six psychological  climate
8components,  a similarity  of  perception  of  the  work  environment  was  assumed.  This,  combined  with  the
homogeneity  of  the  division,  led  the  researchers  to  argue  for  a general  similarity  of  conditions  related  to
the  job  and  work  situation.  The  differences  that  were  found  were  low  to  moderate  in magnitude  and
tended  to  show  black  sailors  as having  more  positive  attitudes  toward  the  Navy,  compared  to  their
white  counterparts.  Jones  et al. state  that  such  differences  appeared  to  reflect  lower  needs  reported  by
black  sailors  rather  than  differences  in perceived  work  conditions.  The  researchers  stated  the
importance  of  considering  the  comparability  of  organizational  experience  when  exploring  race-related
differences.  A failure  to  consider  such  comparability  might  lead  to  unwarranted  conclusions  regarding
the  differences  in responses  for  different  racial  groups,  and  might  obscure  many  important  areas  of
similarity  (Jones  et al., 1977).
In 1990,  researchers,  driven  by the  growth  of  black  people  in managerial  roles,  examined  the
relationships  among  race,  organizational  experiences,  job  performance  evaluations,  and  career
outcomes  for  black  and  white  managers  from  three  work  organizations  (Greenhaus  et  al.,  1990).
Greenhaus  et al. sought  to  match  each  black  manager  with  a white  manager  that  was  similar  in age,  job
function,  organizational  level,  job  function  and  length  of  service  to  the  organization.  This  matching
process  would  allow  researchers  to  attribute  the  differences  in organizational  experiences,  job
performance  evaluations,  and  career  outcomes  to  race,  as all other  factors  would  be equal.  Greenhaus
et al. also  collected  survey  responses  from  the  supervisors  of  828  managers  that  provided  complete
responses  to  the  survey.  The  results  indicated  that  black  managers  reported  having  less  job  discretion
and  lower  feelings  of  acceptance  then  white  managers,  blacks  were  rated  lower  on both  dimensions  of
job-peformance,  blacks  received  lower  promotability  assessments,  blacks  were  more  likely  to  be at
career  plateaus  and  blacks  were  more  dissatisfied  with  their  careers  than  whites  (Greenhaus  et al.,
1990).
9Two  years  later,  Igbaria  and  Wormley  modified  the  model  used  by Greenhaus  et  al. to
incorporate  variables  specific  to  the  field  of  Management  Information  Systems  (MIS).  Their  study  used
the  data  collected  through  the  Greenhaus  et  al. study,  narrowing  the  responses  to  138  employees  that
held  managerial  or  professional  positions  in MIS. All  respondents  were  employed  by the  same  large,
multinational  communications  company.  The  results  of  the  study  were  inconsistent  with  what
Greenhaus  et al. found.  Blacks  in this  study  perceived  less discretion  and  autonomy  than  whites  in
similar  positions,  just  as the  Greenhaus  study  found.  Additionally,  the  race  differences  in job
performance  in this  study  were  consistent  in the  findings  in the  Greenhaus  et al. study  (Igbaria  and
Wormley,  1992).  However,  there  were  no differences  between  races  in regards  to  feeling  accepted  by
the  organization  or  in participation  in technical  and  management  training  programs  (Igbaria  and
Wormley,  1992)  which  differed  from  the  Greenhaus  study.  Because  the  respondents  for  this  study  were
all from  one  company,  the  researchers  were  uncertain  whether  the  findings  were  unique  to  the  field  of
MIS and/or  unique  to the company.
In 2010,  Yap,Cukier,  Holmes  and  Hannan  examined  the  career  satisfaction  of  white  and  visible
minorityl  managerial,  professional  and  executive  employees  in two  different  industries  in Canada.  This
study  provides  a current  look  at a similar  comparison  done  by  Jones  et al. in 1977.  The  researchers  in
Canada  conducted  their  study  in part  to  address  the  changing  demographics  of  the  Canadian  workforce.
Starting  in 2014,  there  will  be a shortage  of  workers  in Canada  and  one  proposed  solution  for  filling  the
gap  is immigration.  The  percent  of  visible  minorities  immigrating  to  Canada  has  jumped  from  54%  in
2000  to  75%  in 2008.  Projections  estimate  that  29-32%  of  the  workforce  will  be visible  minorities  by
2031.  This  research  differentiates  itself  by examining  Canadian  employees  that  are  in the  mid  to  later
years  of  their  careers,  rather  than  focusing  on entry  level  employees.  Four  out  of  five  studies  found  that
racial  minority  employees  were  less satisfied  with  their  careers  than  White  employees  but  it was  not
' Refers  to a person,  who  is not  an Aboriginal  person,  who  is non-Caucasian  in race or non-white  in color.
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clear  as to  why.  Yap et al. devised  a study  to  examine  the  factors  associated  with  career  satisfaction
including  demographics,  human  capital,  objective  measures  (promotions,  rank,  salary  and
developmental  opportunities)  and subjective  measures  (relationship  with  manager,  fair  talent
identification  process,  education/training  utilization,  skills  utilization  and commitment).  Invitations  for
participation  in the  study  were  sent  to the  top  500  organizations  in terms  of revenue  and  to  the  top  20
Canadian  law  firms,  with  43 agreeing  to participate.  The researchers  were  seeking  participants  that
were  managers,  professionals  and executives.  Surveys  were  sent  out  online,  resulting  in 9,196  usable
responses,  of  which  6,403  were  White  and 2,793  were  visible  minorities.  Visible  minorities  included  788
Chinese,  473  South  Asians,  340  Blacks  and 1,192  "other".
The  analysis  indicated  that  two-thirds  of  the  difference  in career  satisfaction  scores  between
Whites  and  visible  minorities  could  be explained  using  the  factors  identified  by the  researchers,  with  a
range  of  80% when  comparing  White  to Chinese  scores  to  about  half  the  difference  when  comparing
White  to Black  scores.  These  decomposition  results  showed  that  the  majority  of  the  unexplained
portions  ofthe  differences  in scores  were  due  to  advantages  associated  with  White  human  capital
characteristics  (education,  tenure,  foreign  credentials2  and  foreign  tenure3).
The results  of  the  analysis  showed  that  visible  minorities,  with  a 60% or less satisfaction  score,
were  significantly  less satisfied  than  the  white  respondents,  who  had a 68.7%  average  satisfaction  score.
Black  respondents  had the  lowest  average  at 55.7%.  Yap et al. found  that  human  capital  factors,
objective,  workplace  perception  and demographic  factors  were  associated  with  employees'  career
satisfaction  levels  while  their  contribution  to  explaining  these  differences  varied  across  visible  minority
groups.  Promotions,  salary,  relationship  with  manager,  fair  talent  identification  process,  skills
utilization,  training/education  utilization  had a direct  positive  relationship  for  job  satisfaction  for  all
21ndicates  if  respondents  possessed credentials  earned outside  of  the United  States, Canada, Australia,  New
Zealand,  France, Germany  or the United  Kingdom.
3 Indicates  the number  of  years the respondent  had worked  outside  of  their  employment  in Canada.
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ethnic  groups.  Developmental/training  opportunities  were  positively  associated  for  only  White  and
Chinese  respondents  and  commitment  was  only  positively  associated  for  White  and  South  Asian
employees.  Additional  associations  were  identified  when  analyzing  demographic  data.  The  researchers
found  that  older  respondents  had  less career  satisfaction  than  the  younger  respondents,  and  female
respondents  were  more  satisfied  than  male  respondents.
The  researchers  suggest  that  although  the  associations  between  employees"  workplace
perceptions  and  their  career  satisfaction  have  more  similarities  than  differences  across  groups,
employers  could  inevitably  improve  all groups  of  employees"  career  satisfaction  levels  by implementing
programs  to  improve  relationships  with  managers,  encouraging  fair  talent  identification  practices,  and
supporting  full  utilization  of  employees'  skills  (Yap  et al., 2010).  Furthermore,  because  perceptual
measures  account  for  the  majority  of  the  explained  portion  of  the  difference,  Yap  et al. suggest  that  this
signals  how  employees  perceive  their  work  environments  differently.  Therefore,  organizations  may
want  to  consider  programs  and  practices  that  improve  workplace  inclusiveness.
The  comparison  of  job  satisfaction  of  employees  has changed  as the  demographics  of  the
workforce  have  changed.  The  latest  research  on  job  satisfaction  across  ethnoracial  groups  indicates  that
there  is variance  across  racial  groups.  This  warrants  more  research  to  understand  not  only  differences
between  White  and  Black  employees,  but  to  understand  whether  or  not  people  of  different  ethnic
backgrounds  view  job  satisfaction  differently  compared  to  others  in their  own  ethnic  group  and  to
others  outside  their  ethnic  group.
Augsburg College Llbrary
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Data  and  Methods
Methodolozy
For  the  purposes  of  this  research,  job  satisfaction  will  be determined  through  the  use  of  the  Job
Descriptive  Index  and  the  Job  in General  Scale.  The  Job  Descriptive  Index  was  created  in 1969  to
measure  five  major  factors  associated  with  job  satisfaction.  In 1996,  the  Job  in General  Index  was
introduced.  Companies  have  been  using  such  instruments  for  decades  to  determine  employee
satisfaction.  The  Job  Descriptive  Index  (JDI) measures  five  facets  of  work:  work  on present  job,  pay,
opportunities  for  promotion,  supervision,  and  people  at one's  present  job.  The  Job  in General  Scale
(JIG) is an assessment  for  how  people  are  feeling  about  their  current  job  at that  moment.  The  two
instruments  were  combined  in the  2009  version  of  the  JDI.
For  this  study,  I am considering  the  impact  of  ethnicity  on  job  satisfaction.  I have  used  the
standard  racial  categories  of  African  American,  American  Indian,  Asian  and  White.  Because
Hispanic/Latino  respondents  are  not  adequately  represented  in these  categories,  I have  added
Hispanic/Latino  to  this  list.  With  this  addition,  it is important  to  note  that  this  requires  me  to  consider
these  groups  as ethnoracial  in nature  to  address  these  differences.  I understand  that  these  ethnoracial
labels  are  contested  terms,  each  with  its own  socially  constructed  view.  The  United  States  government
has continued  to  make  adjustments  to  the  census  regarding  the  collection  of  racial  and  ethnic  data.
Starting  in the  1980  Census,  respondents  could  indicate  that  they  were  of  Hispanic  or  Latino  ethnic
origin.  However,  confusion  ensued  for  some  of  respondents  that  did  not  understand  the  difference
between  race  and  ethnicity.  Racial  labels  can  describe  ethnicity  and  ethnicity  can  describe  race  but  it is
not always the case. The category of Hispanic/Latino  demonstrates  the inadequacy of racial categories
and  the  difficulties  in creating  a classification  system  that  would  have  a place  for  everyone  and  would  be
13
understood  by everyone.  A person  of  Hispanic  origin  may  identify  as White  or  as Black. In 2010,  the
statement,  "For  this  census,  Hispanic  origins  are not  races"  was  added  to  the  census  for  further
cla rification.
Research  subjects  have  self-disclosed  their  ethnoracial  identity  for  this  study.  Subjects  for  the
study  have  been  recruited  through  several  groups  on the  social  media  site,  Linked  In. These  groups
include:  Diversity  in Minnesota,  the  Hmong  Network,  Linked  Minnesota,  the  Minnesota  Networking
Group,  the  MN  Job Hunters  and  Women  Suite.  Requests  to participate  were  sent  to individual  group
members  as well  as to group  leaders  (Appendix  A). Additional  subjects  were  recruited  through  word-of-
mouth,  networking  and other  social  media  sites  including  Facebook  and  Twitter.  As an incentive  for
completing  the  survey,  subjects  were  able  to request  a copy  of  the  research  findings.  I provided  a
written  request  for  subject  participation  that  was distributed  to  the  group  members.  The request
provided  a link  to the  survey  that  included  demographic  information,  employment  information,  the  Job
Descriptive  Index  and  the  Job in General  Scale. Using  the  snowball  sample  approach,  recipients  of  the
initial  request  were  encouraged  to  forward  the  survey  to  colleagues  and  friends.  I targeted  at least  25
respondents  from  each  of  the  five  ethnoracial  groups.  It is important  to note  that  the  sample  group  is
not  a random  sample  from  the  state  of  Minnesota  and  therefore,  the  findings  cannot  be generalized  to
the  larger  population.  However,  because  of  the  sample  size and  the  validated  survey  instrument,  this
study  will  provide  insights  into  the  impact  of  ethnicity  on job  satisfaction  for  employees  in the  state  of
Minnesota  that  could  serve  as a basis  for  additional  research.
Subjects  that  agreed  to participate  in this  study  completed  the  Job Descriptive  Index  (JDI), which
includes  the  Job in General  Scale.  Respondents  were  first  asked  to provide  consent  for  participation
(Appendix  C) before  completing  the  survey.  Respondents  were  provided  with  an overview  of  the
research  and an explanation  for  how  it would  be used. Subjects  then  continued  with  the  survey
14
questions.  The  entire  survey,  including  the  consent  form,  was completed  online  through  Survey  Monkey
(Appendix  D). Subjects  were  asked  to provide  demographic  information  regarding  age, gende5  location
of  work,  income  level  and ethnicity.  Subjects  were  not  asked  to  share  their  name  and contact
information.  Subjects  answered  questions  regarding  their  level  of  decision  making  and  budget
authority,  as well  as supervisory  authority.  Subjects  that  did not  complete  the  entire  survey  were
eliminated  from  the  study.
Once  the  data  was collected  and  the  survey  was  closed,  the  results  were  imported  into  SPSS, a
statistical  analysis  software  program.  I purchased  the  SPSS Syntax  from  Bowling  Green  State  University
which  recoded  all of  the  raw  data  into  the  proper  format  for  scoring  the  Job Descriptive  Index,  including
the  Job in General  Scale.
Hy(iotheses
Based  on the  findings  in the  literature  review,  I believe  that  there  will  be a difference  between
the  ethnoracial  groups  in the  Job Descriptive  Index  and  the  Job in General  Scale  results.  Expected
differences  include  the  overall  satisfaction  score  (as determined  by the  JIG scale)  to be higher  for  White
employees  then  for  the  other  ethnoracial  groups  represented  in the  sample.  This hypothesis  is due  to
the  majority  status  of  Whites  in the  state  of  Minnesota  which  provides  greater  access  to  education  and
employmentandduetothefindingsofYapetal.andJonesetal.  Atthetimeofthisstudy,the
unemployment  rate  of  African  Americans  in the  state  of  Minnesota  was  22 percent  or  3.4  times  the
White  unemployment  rate  of  6.4 percent  (Furst,  2011).  The  gap between  these  two  figures  represents
the  largest  gap  in the  United  States  between  Black  and White  employees  within  any  state  (Furst,  2011)
indicating  that  there  is a vast  difference  in access  to  employment  for  Black  workers  within  Minnesota.
With  such  data,  I hypothesize  that  the  work  environment  also  differs  between  White  and  African
American employees  within  Minnesota,  with  White  employees  being  more  satisfied  than  their  African
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American  counterparts.  Within  the  five  facets  of  satisfaction,  I hypothesize  that  significant  differences
will  exist  between  White  and  African  Americans  for  many,  if not  all,  of  the  facets.
I am pleased  to  be able  to  include  American  Indian  respondents  in the  survey  results,  as this  is
often  an overlooked  ethnoracial  group.  Because  oflimited  representation  in job  satisfaction  studies,  I
am curious  to  learn  how  this  ethnoracial  group  views  the  five  facets  of  job  satisfaction,  as well  as the
overall  JIG scale  score.  It is my  hope  that  the  participation  of  American  Indian  respondents  will
encourage  additional  research.
Within  the  state  of  Minnesota,  the  Hmong  population  comprises  a significant  percentage  of  the
Asian  ethnoracial  group.  According  to  the  2010  census,  66,181  of  the  214,234,  or  31%,  of  the  Asians  in
Minnesota  identify  as Hmong.  This  is a 46%  increase  in the  Hmong  population  as compared  to  the  2000
census.  Of  the  26 Asian  survey  respondents,  5 specifically  added  Hmong  to  the  description  of  their
ethnoracial  group.  This  is important  to  note  as the  Hmong  population  represents  first  and  second
generation  immigrant  families,  with  the  Hmong  arriving  in Minnesota  after  the  conclusion  of  the
Vietnam  War.  The  second  generation  of  Hmong  immigrants  has attended  high  school  and  college  in the
United  States  and  is accessing  employment  in professional  capacities  while  first  generation  immigrants
are  serving  in more  manual  labor  positions.  Minnesota's  Asian  demographics  vary  from  those  of  the
rest  of  the  United  States  and  therefore,  I assume  that  the  survey  results  will  differ  from  other  states.
Because  of  the  impact  of  recent  immigration  on employability  and  education,  I suspect  that  the  results
of  the  JIG scale  may  differ  within  the  Asian  ethnoracial  group  by age.
Finally, it was difficult  to gather  enough respondents  for  the Hispanic/Latino  ethnoracial  group.
I have  a couple  of  theories  regarding  this  challenge.  First,  there  is a stereotype  within  Minnesota  that
Hispanics  are  by and  large  undocumented,  or  in the  United  States  without  proper  immigration
documents.  People  have  various  opinions  about  the  need  for  and  the  acceptance  of  undocumented
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workers  in the  US workforce.  Immigration  issues  are  largely  unresolved  and  create  tension  within  the
US population.  In 2011,  Arizona  passed  a law  to  allow  police  officers  to  require  documentation  of  any
person.  Protesters  of  the  law  are  concerned  that  stereotyping  and  racial  profiting  of  Hispanics  would
ensue  as law  enforcement  officers  tried  to  determine  who  might  not  have  legal  documentation  to  be in
the  US. Because  of  the  tension  around  immigration,  there  is a lack  of  trust  between  Hispanic/Latinos
and Whites.  I was informed  by two  different  Hispanic/Latino  men, both well networked  in the St Paul
and  Minneapolis  metropolitan  area,  that  surveys  such  as this  were  viewed  with  skepticism  by  the  local
Hispanic/Latino  population  (J. Meza  and  E. Chagil,  personal  communication,  September  2011).  People
within  this  ethnoracial  group  were  often  asked  for  their  participation  in surveys  and  research  with  no
explanation  as to  the  advantage  of  their  participation.  In fact,  it is viewed  that  the  information  provided
will be used against  the respondents.  I caution  that  the results for  the Hispanic/Latino  respondents  may
be skewed  to  represent  a portion  of  the  population  with  less skepticism  to  the  value  of  participation.
The  survey  respondents
Survey  responses  were  collected  online  from  March  12  to  October  16,  2011.  213  people
submitted  surveys.  After  removing  incomplete  surveys,  189  respondents  remained.  While  targeting  25
responses  for  each  ethnoracial  group,  the  response  rates  varied  by ethnicity.  Table  1 shows  the
breakdown  ofthe  respondents  by ethnicity.  Chart  I provides  a graphic  representation  ofthe
ethnoracial  groups  represented  in the  study.  Because  of  the  small  number  of  respondents  indicating
multicultural  as ethnicity,  the  responses  were  not  included  in the  ethnicity  results.  However,  the
responses  were  included  in the  other  comparisons,  including  age,  location,  type  of  business,  income  and
gender.
According  to  the  2010  census,  Minnesota"s  population  is 85.3%  White,  5.2%  Black  or  African
American,  1.1%  American  Indian  and  4% Asian.  In the  2010  census,  4.7%  of  the  Minnesota  population
indicated  that  they  were  of  Hispanic  or  Latino  origin.
TABLE  1:  ETHNORACIAL  BREAKDOWN  OF THE  SURVEY
RESPONDENTS
Frequency Percent Valid Percent
Cumulative
Percent
White
African  American
American  Indian
Hispanic  Latino
Asian
Multiracial
Total
57
37
40
24
26
5
189
30.2
19.6
21 .2
12.7
13.8
2.6
100.0
30.2
19.6
21 .2
12.7
13.8
2.6
100.0
30.2
49.7
70.9
83.6
97.4
100.0
CHART  1:  ETHNORACIAL  FREQUENCY
Ethnicity
ffiwhite
@Africa,nAmerican
HAz, ;;:can
ffiHispanic  Latino
oAsian
ffiMultiracial
The  ages  of  the  respondents  ranged  from  19  to  69,  with  a mean  age  of  39.75  and  a median  age
of  38. Respondents  were  asked  if they  were  employed  in the  Minneapolis-St.  Paul  metropolitan  area  or
outside  of  the  metropolitan  area.  Of  the  189  completed  surveys,  161  or  85%  were  submitted  by
employees  within  the  metropolitan  area,  26 were  non-metro  and  2 did  not  answer  this  question.  Chart
2 provides  this  breakdown.  According  to  the  Minnesota  Department  of  Employment  and  Economic
Development,  63%  of  the  2.23  million  jobs  in Minnesota  are  within  the  Minneapolis-St.  Paul
metropolitan  area.
CHART  2: LOCATION  FREQUENCY
location
fflmetro
Additionally,  respondents  were  asked  to  identify  the  type  of  organization  at  which  they  were
employed.  The  options  were  government,  private  not-for-profit  and  private  for-profit.  Three
respondents  did  not  provide  an answer  to  this  question.  Of  the  responders,  43.4%  or  82 indicated  that
they  worked  for  a private,  not-for-profit  organization.  56 (29.6%)  work  for  a private,  for-profit
organization  and  48 respondents  (25.4%)  work  for  the  government  (see Chart  3).
The Minnesota  Department  of Employment  and Economic  Development  reported  that  at the
end  of  the  fourth  quarter  in 2010,  there  were  2.2 million  jobs  available  in Minnesota.  343,000  or  15%  of
these  jobs  were  in the  government  sector.  According  to  the  Minnesota  Council  of Nonprofits'  latest
research  report,  in 2009,  290,000  workers  were  employed  by non-profit  organizations  or  approximately
13%  ofthe  Minnesota  workforce.
CHART  3: BUSINESS  TYPE  FREQUENCY
Business
ffilgovernment
@TporrivpartOe,,not
@ privat:e, farprofit
Genderwasalsocollectedfortherespondents.  Onerespondentdidnotanswerthisquestion.
Of  the  remaining  188  respondents,  127  or  67.2%  indicated  that  they  are male.  Therefore  about  one-
third  of  the  respondents  are  female.  Table  2 provides  details  of  gender  within  each  ethnoracial  group.
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At  the  end  of  the  fourth  quarter  of  2010,  50.6%  of  the  workforce  was  female  and  49.4%  was  male
(www.positivelyminnesota.com  ).
TABLE  2: GENDER  AND  ETHNICITY  CROSSTABULATION
Ethnicity
TotalWhite
African
American
American
Indian Asian
Hispanic
Latino
Multi-
racial
Male
Female
Total
43
14
57
20
17
37
31
9
40
17
9
26
14
10
24
2
2
4
127
61
188
Finally,  household  income  was collected.  Respondents  were  given  four  income  options  from
which  to select:  under  S40,000,  S40,001-S80,000,  S80,001-S120,000  and  over  S120,000.  Every
respondent  provided  an answer  to this  question.  The results  were  spread  across  all four  options;
however,  the  S40,001-S80,000  was  selected  by 82 or  43.4%.  Table  3 shows  the  income  breakdown
within  each  ethnoracial  group.  Each ethnoracial  group,  with  the  exception  of  multiracial  which  only  had
5 respondents,  has representation  across  all income  brackets.  Overall,  the  respondents  are a high
income  group  as compared  to  the  general  population  in Minnesota.  This  is not  surprising  given  the
collection  method  of  the  survey.  Respondents  were  solicited  by their  involvement  in Linked  In
professional  groups  and through  email  list-serves  to individuals  with  college  degrees  and  full  time  jobs.
Additionally,  respondents  had to have  access  to  email  and  the  Internet  in order  to receive  and complete
the  survey.
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TABLE  3: HOUSEHOLD  INCOME  AND  ETHNICITY
White
African
American
American
Indian Asian
Hispanic/
Latino
Multi-
racial Total
under
S40,000
12% 11% 22.5% 15% 21% 0% 15.3%
S40,001-
S80,000
26% 43% 47.5% 62% 58% 40% 43.4%
S80,001-
S120,000
32% 24% 20% 15% 18% 60% 23.3%
ove  r
S120,000
30% 22% 10% 8% 13% 0% 18%
Chart  Four  provides  a breakdown  of  the  household  incomes  across  the  entire  survey  response
set. Household  income  within  the  state  of  Minnesota  is found  in Table  4 (www.simplyhired.com  ).
TABLE  4: HOUSEHOLD  INCOME  BREAKDOWN  FOR  THE  ST  ATE  OF MINNESOTA
1%/HNNESOTA HOUSEHOLD  [NCOME
Less than  !>10,000 11%
SI0,000  tO S14,999 7%
S15,000 tO S24,999 13%
S25,000 tO S34,999 11%
S35,000  tO S49,999 15%
S50,000 tO S7 4,999 18%
S75,000 tO S99,999 10%
SIO0,000 tO S149,999 9%
S150,000 tO S199,999 3%
5200,000  or  more 2%
CHART  4: HOUSEHOLD  INCOME  FREQUENCY
Household  Income
§ under  $4[1.(Inn
@ so,tueaao
N gin,ta4i:ia.aao§ river  $120.D)a
Results  and  Findings
The  Job Descriptive  Index  and  the  Job in General  Scale  results  for  ethnicity
The  Job Descriptive  Index  considers  five  different  facets  of  job  satisfaction:  work  on the  present
job,  pay, opportunities  for  promotion,  supervision  and people  on your  present  job  (co-workers).  For
each  facet,  a series  of  words  are provided  and  the  respondent  is asked  to  consider  how  the  word
describes  his/her  current  situation.  The respondent  answers  yes, no or  a question  mark  if he/she
cannot  decide.  The  Job in General  Scale  (JIG) is an additional  series  of  questions  that  explores  the
respondents"  satisfaction  with  their  work.  Each facet  and  the  JIG are  scored  individually  with  the  range
of  possible  scores  on each  scale  from  0 to  54.  A score  of  54 indicates  extremely  high  satisfaction  with
the  facet  while  a score  of  0 indicates  extremely  high  dissatisfaction  with  the  facet.  The  same  holds  true
for  the  JIG scale  score.  A score  of  54 indicates  high  satisfaction  with  the  job  in general  and  a score  of  0
indicates  high  dissatisfaction  with  the  job  in general.  The purpose  of  this  research  is to compare  the  Job
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Descriptive  Index  including  the  Job  in General  Scale  across  ethnoracial  groups  within  the  state  of
Minnesota.  Therefore,  the  first  comparison  made  was  by ethnicity.
I divided  the  collected  data  into  the  five  ethnoracial  groups  to  be compared.  For  each
ethnoracial  group,  scatterplots  of  data  were  analyzed  to  check  if  the  distribution  was  normal,  verifying
the  appropriateness  of  the  use  of  the  t-test.  The  results  of  the  scatterplots  showed  normal  distribution.
Averages  for  each  of  the  five  facets  were  calculated  along  with  the  average  JIG score.  The  results  are
depicted  in Table  5.  Columns  two  through  six depict  the  scores  for  the  five  different  facets  in the  Job
Descriptive  Index,  while  column  seven  shows  the  total  score  for  the  Job  in General  scale.
TABLE5:  RESULTSOFTHEJDIANDJIGBYETHNICITY
Column  I
Ethnicity
Column  2
Pay
Column  3
Promotion
Column  4
Work
Column  5
Supervisor
Column  6
Co-workers
Column  7
JIG
African  American 32.11 20.22 42.76 41.38 43.11 39.38
American  Indian 29.05 14.40 41.00 33.80 42.68 39.13
Asian 31.85 17.15 40.92 37.77 39.46 38.92
Hispanic/Latino 27.42 18.75 44.67 40.29 44.21 43.71
Whites 37.44 22.63 45.51 39.53 46.47 43.46
1overall average 31.57 18.63 42.97 38.55 43.19 40.92 I
Once  the  averages  were  determined,  the  facets  were  ranked  from  the  highest  score  to  the
lowest  across  each  ethnoracial  group  to  allow  for  comparison  between  groups  and  to  see  what  facet  has
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the  highest  average  score  and which  has the  lowest  average  score  and  then  to  see how  these  rankings
impacted  the  Job in General  scale  score.  Table  6 provides  the  details  of  the  rankings.
TABLE  6: FACET  RANKING  FROM  HIGHEST  TO LOWEST  SCORES
RANKINGS I Pay Promotion Work Supervisor Co-workers
African  American 4 s 2 3 I
American  Indian 4 5 2 3 1
Asian 4 5 1 3 2
Hispanic/Latino 4 5 1 3 2
White 4 5 2 3 1
The  Job Descriptive  Index  also  includes  the  Job in General  Scale  (JIG). Subjects  were  asked  to
think  of  their  job  in general  and  to indicate,  all in all, which  words  of  those  provided  describe  what  it is
like most  of  the  time.  The  JIG scale  is scored  separately  from  the  facets  in the  Job Descriptive  Index.
That  is, the  scores  of  the  JDI do not  impact  the  score  of  the  JIG scale. The  negatively  worded  items  or
words  that  decrease  the  overall  score,  in this  section  include  bad,  waste  of  time,  undesirable,  worse
than  most,  disagreeable,  inadequate,  rotten  and  poor.  The  words  that  increase  the  score  of  the  JIG
scale  include  pleasant,  great,  good,  worthwhile,  acceptable,  superior,  better  than  most,  makes  me
content,  excellent  and  enjoyable.  Again,  the  possible  scores  in the  JIG scale  range  from  0 to  54. The
average of the JIG scale are listed and ranked in Table 7. Hispanic/Latino  respondents  have the highest
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average  for  the  Job in General  scale at 43.71. Asian respondents  had the  lowest  average  score  at 38.92.
The raw scores  ranged  from  4 to 52.
TABLE  7: JOB IN GENERAL  AVERAGE  SCORES RANKED
FROM  HIGHEST  TO LOWEST  BY ETHNICITY
OVERALL JIG
RANKING Ethnicity Score
1 Hispanic/Latino 43.71
2 White 43.46
3 African  American 39.38
4 American  Indian 39.13
5 Asian 38.92
My hypothesis  is that  the  White  group  has a higher  overall  score  for  the  Job in General  Index,
indicating  a higher  rate  of  satisfaction  with  their  work.  In order  to test  this hypothesis,  I performed  a t-
test,  using  Whites  as the control  group  in order  to determine  if any significant  differences  in fact  exist.
For each t-test  conducted,  I used Whites  as the  comparison  group  because  of my hypothesis  that  White
employees  in the  state  of Minnesota  are the  most  satisfied  with  their  work.  In the analysis,  a 2-tailed
test  was used for  significance  and equal  variances  were  not  assumed.l  used.05  and.lO  for  the  alpha
levels  in determining  significance  in the mean  scores  through  the  t-test.  The means  and standard
deviations  for  each ethnicity  for  the  Job in General  Scale scores  are shown  in Table  8.
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TABLE  8: MEANS  AND  STANDARD  DEVIATIONS  FOR  JOB  IN GENERAL  SCALE
White N=57
African
American N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable Mean S.D. Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Job  in
General
Scale 43.46 8.45 39.38" 12.03 39.13" 11  .69
I
38.92" il2.09 43.71 7.84
Whites  are  t.'ie  comparison  gi'oup.
*p<.10,  two-tailed  test
**p<.05,  two-tailed  test
The  results  of  the  t-test  show  that  significant  difference  exists  between  Whites  and  American
Indians  at the.05  level.  The  difference  in mean  scores  between  Whites  and  African  Americans  and
Whites and Asians is significant  at the.lO  level. Again,it  is important  to note that  the Hispanic/Latino
sample  size  was  small  and  perhaps  skewed  given  the  difficulty  in gathering  subjects.
The  facet  rankings  reveal  the  similarities  between  the  ethnoracial  groups.  Promotion  has the
lowest  score  for  any  facet  for  all five  ethnoracial  groups.  In the  Job  Descriptive  Index,  subjects  were
asked  to  think  of  the  opportunities  for  promotion  that  they  have  now.  The  facet  score  is higher  when
the  subject  feels  that  there  are  frequent  and  good  opportunities  for  promotion  and  the  facet  score  is
lower  when  a subject  feels  that  he/she  is in a dead-end  job  with  no or  little  chance  of  promotion.  Given
that  this  survey  was  conducted  during  one  of  the  most  significant  recessions  of  the  last  60 years,  it is not
surprisingthatrespondentsareskepticalabouttheopportunitiesforpromotion.  However,the
skepticism  seems  greater  for  some  ethnoracial  groups  as compared  to  others.  American  Indians  have
the  lowest  score  at 14.4  and  Whites  have  the  highest  score  at 22.63  out  of  a possible  54 points.  The
raw scores for promotion  indicate that 15% of the respondents  had a score of O. Hispanic/Latinos  had
the  highest  percentage  of  respondents  at 0 with  21%.  African  Americans  followed  at 19%,  then
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American  Indians  at 15%  and  Whites  at 14%.  Asian  respondents  had the  lowest  0 response  rate  at 8%.
Conversely,  9% of  the  subjects  had the  highest  score  possible  of  54. 14%  of  Whites  and 11%  of  African
Americans  indicated  this  high  score  for  opportunities  for  promotion  while  only  5% of American  Indians
and 4% of  Hispanic/Latinos  and  Asians  did.
The  t-test  was performed  for  the  promotion  facet  in order  to  determine  the  significance  of  the
difference  in responses  between  ethnoracial  groups.  The results  indicate  that  there  is a significant
difference  at the.05  level  between  Whites  and  American  Indians  in regards  to  their  opportunities  for
promotion  as seen  in Table  9.
TABLE  9: MEANS  AND  ST ANDARD  DEVIATIONS  FOR PROMOTION  FACET
I
White N=57
African
American N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable i Mean S.D. Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Promotionl22.63 18.73 20.22 18.2 14.4" 13.85 17.15 14.38 i 18.75 17.88
Whites  are  ':he  cor.qparison  group.
*p<.10,  two-tailed  test
**p<.05,  two-tailed  test
Pay had the  second  lowest  average  score  across  each  ethnoracial  group.  For this  facet,  the
respondents  were  asked  to think  of  the  pay that  they  are  getting  now.  When  respondents  feel  that  their
pay is fai5  adequate  and comfortable  and/or  they  are  well  paid,  the  score  increases.  When  respondents
feel that theirincome  is bad, less than they deserve or need and/or  they feel underpaid,  the score
decreases. The lowest average score listed is for Hispanic/Latinos  at 27.42 and the highest score is 37.44
for  the  White  respondents.  The raw  scores  indicate  that  4% of  the  respondents  had the  lowest  score  of
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0 while  17%  of  the  respondents  had the  highest  score  of  54. The ethnoracial  breakdown  of  the  high  and
low  scores  is detailed  in Table  10.
TABLEIO:  PERCENTOFSURVEYRESPONDENTSBYETHNORACIALGROUPFORPAY
FACET
IN THE  JOB  DESCRIPTIVE  INDEX
score  of  0 score  of  54
African  American 5% 14%
American  Indian 3% 18%
Asian 0% 15%
Hispanic/Latino 13% 17%
White 4% 21%
When  the  t-test  was performed  for  the  Pay Facet  in the  Job Descriptive  Index,  the  difference  in
means  scores  between  Whites  and  American  Indians  and  Whites  and Hispanic/Latinos  is significant  at
the.05  level  as seen  in Table  11.
TABLE  11:  MEANS  AND  STANDARD  DEVIATIONS  FOR PAY  FACET
White N=57
African
American N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable Mean S.D. Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Pay 37.44 14.7 , 32.11 16.38 29.05" 16.84 31.85 15.49 27.42" 18.46
Wiites  are the  comparison  group.
*p  <.10,  two-tailed  test
**p  <.os,  two-tailed  test
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The  middle  ranked  facet  for  all ethnoracial  groups  is the  supervisor  facet.  In the  Job  Descriptive
Index,  subjects  are  asked  to  think  of  the  supervision  that  they  get  on  their  job.  When  the  phrases  hard
to  please,  impolite,  unkind,  lazy,  poor  planner,  annoying,  bad,  has  favorites  and/or  stubborn  are
selected,  the  score  drops.  When  the  phrases  supportive,  praises  good  work,  tactful,  influential,  up-to-
date, tells me where  I stand, knows  job well,  intelligent  and/or  around  when needed are selected,  the
score  increases.  Again,  this  facet  has a range  from  0 to  54. American  Indians  had  the  lowest  average
score  for  this  facet  at 33.80  while  African  Americans  had  the  highest  score  at 41.38.  Only  one
respondent  had  a raw  score  of  0 while  23 or  13%  of  the  respondents  had  the  raw  high  score  of  54. The
ethnoracial  breakdown  of  the  23 with  the  high  score  for  supervisor  is provided  in Table  12.
TABLE12:  HIGHSCORERESPONDENTSBYETHNORACIALGROUPFOR
SUPERVISOR  FACET  IN THE  JOB  DESCRIPTIVE  INDEX
score  of
54
total
respondents
percent  of  total
respondents
African  American 7 37 19%
American  Indian 5 40 13%
Asian 2 26 8%
Hispanic/Latino 2 24 8%
White 7 57 12%
Totals 23 184 13%
When  the  t-test  was  run  for  the  Supervisor  Facet,  a significant  difference  exists  between  Whites
and  American  Indians  at the.lO  level,  as indicated  in Table  13.  There  was  no significant  difference
between  Whites  and  the  other  ethnoracial  groups.
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TABLE  13:  MEANS  AND  STANDARD  DEVIATIONS  FOR SUPERVISION  FACET
White N=57
African
American N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable Mean S.D. Mean S.D. Mean s.o. Mean S.D. Mean S.D.
Super-
Vision 39.53 12.05 41.38 11.77 33.8* 17.11 37.77 13.87 40.29 11.87
Whites are the comparison 5roup.
*p <.10,  two-tailed  test
**p  <.os,  two-tailed  test
At this point,  the rankings  diverge.  For Whites,  African  Americans  and American  Indians,  work
on present  job  has the  second  to highest  average  score. Work  on present  job  ranks as the highest  score
for  Hispanic/  Latinos  and Asian respondents.  For the  facet  of  work  on present  job,  respondents  were
asked to think  of  the  work  that  they  do at present.  When  the  words  routine,  boring,  simple,  repetitive,
dull and/or  uninteresting  are selected,  the raw  score  decreases.  When  the  words  fascinating,  satisfying,
good,  respected,  exciting,  gives sense of accomplishment,  useful,  can see results,  uses my abilities,
rewarding,  challenging  and/or  creative  are selected,  the raw score  increases.  Scores in this  facet  ranged
from  the lowest  at 40.92  for  the  Asian respondents  to highest  at 45.51  for  the  White  respondents.
Again, this facet ranked highest  for  Hispanic/Latinos  at an average  of 44.67  and Asians  at an average  of
40.92. No subject  had a raw score  of O, but  38 or 21% of  the  total  respondents  had a score  of 54. The
ethnoracial  breakdown  for  the  high score  for  this  facet  is found  in Table  14.
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TABLE14:  HIGHSCORERESPONDENTSBYETHNORACIALGROUPFOR
WORK  FACET  IN THE  JOB  DESCRIPTIVE  INDEX
score  of
54
total
respondents
percent  of  total
respondents
African  American 7 37 19%
American  Indian 10 40 25%
Asian 3 26 12%
Hispanic  Latino 3 24 13%
White 15 57 26%
Totals 38 184 21%
The  t-test  was  conducted  for  the  Work  on Present  Job Facet  in the  Job Descriptive  Index.  As
noted  in Table  15,  a significant  difference  was  found  between  Whites  and  American  Indians  and  Whites
and Asians  at the  .10 level.  There  was no significant  difference  found  between  Whites  and African
Americans  and  Whites  and  Hispanic/Latinos  for  the  Work  on the  Present  Job  Facet.
TABLE  15:  MEANS  AND  ST  ANDARD  DEVIATIONS  FOR  WORK  ON  PRESENT  JOB  FACET
White N=57
African
American
 N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable Mean S.D. Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Work 45.51 9.55 42.76 18.16 41" 14.55 40.92" Il  .47 44.67 10.29
Vbhites  are  the  comparison  group.
"p  <.10,  two-tailed  test
"p  <.o!5,  two-tailed  test
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The  final  facet  to  consider  is that  of  people  on the  present  job,  or  co-workers.  For  this  facet,
subjects  were  asked  to  think  of  the  majority  of  people  with  whom  they  work  or  meet  in connection  to
their  work.  This  facet  had  the  highest  average  scores  for  Whites,  African  Americans  and  American
Indians  and  the  second  highest  scores  for  Hispanic  Latino  and  Asian  respondents.  The  range  of
averages  with  this  facet  was  39.46  for  the  Asian  respondents  to  46.47  for  the  White  respondents.  54  or
29%  of  the  total  respondents  had  a perfect  score  of  54  for  this  facet  with  the  ethnoracial  breakdown
represented  in Table  16.
TABLE16:  HIGHSCORERESPONDENTSBYETHNORACIALGROUPFOR
CO-WORKERS  FACET  IN THE  JOB  DESCRIPTIVE  INDEX
score  of
54
total
respondents
percent  of  total
respondents
African  American 10 37 27%
American  Indian 7 40 18%
Asian 7 26 27%
Hispanic  Latino 8 24 33%
White 22 57 39%
Totals 54 184 29%
When  the  t-test  was  run  for  the  people  on your  present  job  facet,  significant  differences  were
found between  White  and  Asian  respondents  at  the.05  level  as shown  in Table  17.  This  is the  only  facet
that  does  not  have  a significant  difference  between  Whites  and  American  Indians.
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TABLE  17:  MEANS  AND  ST  ANDARD  DEVIATIONS  FOR  CO-WORKERS  FACET
White N=57
African
American N=37
American
Indian N=40 Asian N=26
Hispanic/
Latino N=24
Variable Mean S.D. Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Co-workers 46.47 12.19 43.11 12.89 42.68 11.94 39.46" 15.52 44.21 10.31
Whites  are  the  compa.-ison  group.
'p  <.10,  two-tailed  test
**p<.05,  two-tailed  test
The Job Descriptive  Index and Job in General  Scale results  for  other  demozraphic  factors
Additional  demographic  information  was  gathered  for  each  of  the  respondents,  including  age,
gender,  household  income,  years  in the  position  and  the  type  of  organization  at which  the  respondent
was  employed.  I performed  similar  analysis  of  the  data  for  each  of  these  demographic  factors  in order
to  see  if  similarities  existed.
Table  18  provides  an overview  the  average  scores  for  the  five  facets  and  the  JIG score  across  five
age ranges.  The  youngest  respondent  was  19  and  the  oldest  69.
Table  18:  RESULTS  OF  THE  JDI  AND  THE  JIG BY  AGE
Age  Range Pay Promotion Work Supervisor Coworkers JIG
19-29 27.91 21.58 39.74 40.77 43.14 40.81
30-39 29.75 19.68 43.75 37.66 43.86 41.02
40-49 34.71 19.42 44.67 39.13 44.07 42.11
50-59 40.48 18.61 44.45 37.21 43.00 41.73
60-69 30.18 11.45 43.00 31.55 44.09 34.45
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The next  table  provides  the ranking  of  the  average  scores  with  1 being  the  highest  score  for
each age range.  As with  ethnicity,  the age bands  show  that  promotion  had the  lowest  average  score  for
each group  with  employees  aged 60-69  feeling  the  least likely  to be promoted  and employees  19-29  to
most  likely  to be promoted.  The results  are not  surprising  given  the  years  of employability  remaining  for
each of  these  age groups.  The remaining  facets  have more  variance  for  the  age groups  than  what  was
seen within  the  ethnoracial  groups,  however,  pay remains  relatively  consistent  with  the  second  to
lowest  average  score  for  all but  one age group.  The 40-49  age group  has the  highest  average  JIG score
as indicated  in Table  20.  An interesting  pattern  to note  is within  the  coworker  facet. For the  two
youngest  age groups,  this  is the number  one  facet. It resurfaces  with  the  oldest  group  as the number
one facet,  as well. In the age groups  40-49  and 50-59,  work  on the  present  job  becomes  the  number
one facet.  One may deduce  that  when  an employee  is at the prime  of their  career,  aged 40-59,  he or
she has acquired  the  position  desired  in their  field.  Younger  employees  may be still  yearning  for  their
dream  job  and therefore  find  more  satisfaction  through  the  relationships  with  their  co-workers.  Those
closer  to retirement  and considering  next  steps  outside  of  their  careers,  may no longer  be focused  on
the  work  itself  as the  source  of  satisfaction,  but rather  the  relationships  they  have established,  perhaps
even as mentors  to their  younger  colleagues.
TABLE19:  FACETRANKINGFROMHIGHESTTOLOWESTSCORES
Age
Range Pay Promotion Work Supervisor Co-workers
19-29 4 5 3 2 1
30-39 4 5 2 3 1
40-49 4 5 1 3 2
50-59 3 5 1 4 2
60-69 4 s 2 3 1
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TABLE  20:  JOB  IN GENERAL  AVERAGE  SCORES  RANKED
FROM  HIGHEST  TO  LOWEST  BY  AGE  GROUP
JIG rank Age  Ra nge JIG score
I 40-49 42.11
2 50-59 41.73
3 30-39 41.02
4 19-29 40.81
5 60-69 34.45
The  next  demographic  consideration  was  household  income.  Respondents  selected  one  of  four
income  ranges  when  asked  about  their  household  income.  The  average  results  were  tabulated  for  each
facet  and  the  JIG scale  across  each  income  band  as seen  in Table  21.
Table  21:  RESULTS  OF  THE  JDI  AND  JIG BY HOUSEHOLD  INCOME
Income Pay Promotion Work Supervisor Co-workers JIG
<!>40,000 22.48 17.24 39.00 41.86 40.76 41.17
S40,001-80,000 29.93 16.34 41.38 35.23 41.78 38.22
S80,001-120,000 35.27 18.18 44.70 38.73 44.75 42.02
>S120,000 42.29 29.59 48.91 42.32 48.32 45.94
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This  table  shows  that  the  higher  the  household  income,  the  more  satisfied  respondents  are  with
their  pay.  The  highest  household  income  has the  highest  average  scores  across  the  facets,  as well  as
the  highest  job  in general  score  (see Table  23). This  information  shows  that  pay might  have  an impact  in
the  overall  satisfaction  with  one's  work.  Interestingly,  the  next  highest  household  income  level,
580,001-5120,000  had the  second  highest  average  facet  scores  across  all of  the  facets.  Once  again,  we
see the  coworker  facet  ranked  high  across  all of  the  income  levels.  Coworkers  are most  important  to
those  in the  middle  two  income  brackets  and  are number  two  for  the  highest  and  the  lowest  income
earners.  The lowest  paid  workers  find  satisfaction  in their  relationships  as opposed  to the  work  itself
while  highest  paid  workers  find  the  most  satisfaction  with  their  work,  with  coworkers  a close  second.
This reiterates  the  importance  of  relationships  with  coworkers  in job  satisfaction  for  all employees.
Table  22 shows  the  ranking  of  the  facets  from  highest  to lowest  across  the  income  bands  and
Table  23 provides  the  ranking  of  the  JIG average  scores.  Once  again,  I found  promotion  and pay  to have
the  lowest  average  scores.
TABLE  22: FACET  RANKING  FROM  HIGHEST  TO LOWEST  SCORES
Income Pay Promotion Work Supervisor Co-workers
<S40,000 4 5 3 1 2
S40,001-80,000 4 5 2 3 1
S80,001-120,000 4 5 2 3 I
>S120,000 4 5 1 3 2
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TABLE  23:  JOB  IN  GENERAL  AVERAGE  SCORES  RANKED
FROM  HIGHEST  TO  LOWEST  BY  AGE  GROUP
JIG rank Income JIG score
1 >S120,000 45.94
2 S80,001-120,00C 42.02
3 <S40,000 41.17
4 S40,001-80,000 38.22
With  this  strong  pattern  for  the  household  income,  and  because  of  the  potential  that  pay  is
one  of  the  strongest  factors  affecting  job  satisfaction,  I ran  t-tests  to  see  if these  differences  were
significant.  The  t-test  was  conducted  for  all of  the  facets  and  the  Job  in General  scale  by household
income,  using  the  highest  income  group  as the  control  group.  As noted  in Table  24, significant
difference  was  found  between  individuals  with  household  incomes  over  5120,000  and  all otherincome
groups  at  the.05  level  for  the  work  on the  present  job  and  promotion  facets  as well  as the  Job  in
General  scale. The pay facet  has significant  differences  at the.05  level for  the under  540,000  and
S40,001-S80,000  income  levels. Difference  at the.lO  level was found  for  the S80,001-S120,000  income
rangeforthepayfacet.  Forthecoworkerfacet,significancewasfoundatthe.051evelfortheunder
540,000andthe540,001-580,000householdincomelevels.  Finally,forthesupervisorfacet,significant
difference  was found  for  only the S40,001-S80,000  household  income  at the.05  level.
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TABLE 24: MEANS  AND  ST ANDARD  DEVIATIONS  FOR ALL FACETS  AND  THE
JOB IN GENERAL  SCALE FOR HOUSEHOLD  INCOME
OVer
S120,000 N=34
S80,001-
S120,000 N=44
S40,001-
S80,000 N=82
under
S40,000 N=29
Variable Mean 5.0. Mean 5.0. Mean 5.0. Mean 5.0.
Work 48.91 6.04 44.7 9.32" 41.38 13.23" 39 11.36"
Pay 42.29 15.31 35.27 17.13' 29.92 14.27" 22.48 14.45"
Promotion 29.58 20.1 18.18 16.88" 16.34 15.35" 17.24 15.23"
Supervisor 42.32 12.59 38.73 13.96 35.23 14.32"' 41.86 11.21
Coworkers 48.32 7.73 44.75 11.49 . 41.78 13.93" 40.76 14.24"
JIG 45.94 5.49 42.02 8.356" 38.22 12.65" 41.17 9.21"
Respondents  with  over  S120,000  for  household  income  are the  comparison  group.
*p <.10,  two-tailed  test
**p  <.os,  two-tailed  test
I next  reviewed  patterns  by gender.  When  gender  is analyzed,  little  difference  is found.  Table  25
provides  the  averages  for  each of  the  facets  for  both  males  and females.  The averages  for  each facet
are within.7  points  or less for  each facet  except  pay which  has a 2.7 point  difference.  The overall
average  JIG score  for  males  is only  one point  higher  than  for  females.  The ranking  for  each facet  is the
same  across all facets  as seen in Table  26, with  promotion  once again having  the  lowest  average.
TABLE  25:  RESULTS  OF THE JDI AND  JIG BY GENDER
Gender Pay Promotion Work Supervisor Co-workers JIG
Male 33.13 19.17 43.43 38.50 43.61 41.33
Female 30.43 19.11 42.75 38.21 43.36 40.33
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TABLE  26: FACET  RANKING  FROM  HIGHEST  TO LOWEST  SCORES  FOR  GENDER
Gender Pay Promotion Work Supervisor Co-workers
Male 4 5 2 3 I
Female 4 5 2 3 1
Respondents  were  asked  if they  worked  within  the  metropolitan  area  of Minneapolis-St.  Paul or
outside  of  the  metro  area. Respondents  from  outside  the  metro  area had a higher  JIG score  but  a much
lower  sense  of  opportunity  for  promotion  at 13.08  out  of  a possible  score  of  54. Given  that  63% of  all
jobs  in the  state  of  Minnesota  are within  the  Minneapolis-St.  Paul metro  area,  it is understandable  that
employees  outside  the  metro  are less likely  to  feel  optimistic  about  their  likelihood  to be promoted.
Table  27 shows  that  once  again,  when  the  facets  are ranked,  promotion  is 5'h and pay is 4'h.
TABLE  27:  RESULTS  OF THE  JDI AND  JIG BY LOCATION
Location Pay Promotion Work Supervisor Co-workers JIG
metro 32.52 20.40 42.88 38.65 43.89 40.76
non  metro 31.46 13.08 46.12 35.92 41.12 42.23
Respondents  were  asked  to identify  the  type  of  workplace  at which  they  were  employed.  They
were given three options:  government,  private  not-for-profit  and private  for  profit.  The  average  scores
for the JDI facets and the JIG scale are found in Table 28. The average  score  for  the  promotion  facet  for
government  employees  is the  second  lowest  score  found  for  any  demographic  group  at 10.71.  Once
again,  when  the  facets  are ranked,  promotion  and pay  are ranked  5'h and  4'h respectively.
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TABLE  28:  RESULTS  OF THE  JDI  AND  THE  JIG BY  TYPE  OF  WORKPLACE
Type  of  Workplace Pay Promotion Work Supervisor Co-workers JIG
Government 29.54 10.71 42.81 36.83 40.29 39.56
Private.  Not  for  Profit 32.32 17.98 43.52 39.50 44.21 41.43
Private.  For  profit 34.50 27.64 42.70 37.41 45.30 41.21
TABLE  29:  FACET  RANKING  FROM  HIGHEST  TO  LOWEST  SCORES  FOR  TYPE  OF  WORKPLACE
Type  of  Workplace Pay Promotion Work Supervisor Co-workers
Government 4 5 1 3 2
Private.  Not  for  Profit 4 5 2 3 1
Private.  For  profit 4 5 2 3 1
The  final  demographic  factor  analyzed  in this  study  was  the  years  in the  current  position.
Respondents  were  given  an open  field  to  respond  to  this  question.  The  range  of  answers  was  0 to  25
years.  The  average  of  all of  the  responses  was  3.86  years  and  the  median  was  3 years.  In order  to  find
comparative  groups,  I first  compared  respondents  by those  below  the  median  of  3 years  in the  position
to  those  with  more  than  3 years  in the  position.  The  results  are  shown  in Table  30 and  do  not  show
substantial  difference  between  the  two  groups  across  the  facet  averages.
TABLE 30: RESULTS OF THE JDI AND  THE JIG BY YEARS IN CURRENT  POSITION
Years  in position Pay Promotion Work Supervisor Co-workers JIG
under  3 33.01 19.41 42.47 37.60 42.41 40.81
3 or  over 31.69 19.38 44.03 38.99 44.80 41.15
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Because  so many  of  the  respondents  were  new  to  their  positions  and  had  been  on the  job  for
less  than  one  year,  I also  chose  to  compare  respondents  with  less  than  one  year  in the  position  to  those
with  10  or  more  years  in the  position.  The  results  are  in Table  31. In this  comparison,  I discovered  the
lowest  average  promotion  facet  score  of  any  demographic  group  at 9.38  with  employees  in their
position  10  or  more  years.  Employees  new  to  their  positions  have  much  higher  average  scores  for  the
promotion  facet.  Interestingly,  pay  is viewed  much  lower  by employees  with  more  than  10  years  in the
position,  indicating  that  in general  they  feel  underpaid  or  that  they  feel  they  are  getting  less than  they
deserve.  Additionally,  work  is very  highly  rated  by  this  group,  indicating  that  they  feel  positive  about  the
job  itself  which  perhaps  reflects  their  willingness  to  stay  in the  position,  even  with  comparatively  low
promotion  and  pay  facet  averages.  Again,  when  the  facets  are  ranked  for  both  Tables  30 and  31,
promotion  is ranked  5th and  pay  is ranked  4'h.
TABLE  31:  RESULTS  OF  THE  jDI  AND  THE  JIG BY  YEARS  IN  THE  CURRENT  POSITION
Years  in position Pay Promotion Work Supervisor Co-workers JIG
less than  a year 33.90 17.62 41.33 39.90 39.90 39.10
10  or  more 24.38 9.38 45.00 34.81 40.69 37.19
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Limitations  of  the Study
I had initially  planned  to survey  middle  managers  in the  state  of Minnesota  in order  to control
for  types  of positions,  years  on the  job,  level  of responsibility  and perhaps,  household  income.  In doing
so, I felt  that  the  focus  could  be on ethnoracial  similarities  and differences  across the  JDI and the  JIG.
Controlling  for  middle  managers  would  eliminate  entry  level and minimum  wage  positions  which  might
skew  the  satisfaction  scores  negatively  due to low pay. I sought  assistance  from  several  professional
associations  in gathering  survey  responses.  Each request  was politely  declined.  Word  of mouth  and
social  networking  did not  prove  to be viable  methods  for  gathering  the  needed  data on middle
managers.  After  the  survey  had been open  for  six months,  only  31 White  respondents  and 19 non-
White  respondents  had completed  the  survey.  The decision  was made  to open  the  study  to  all
employees  in the  state  of Minnesota.  Within  two  months,  the  needed  responses  were  submitted  and
the  survey  was closed. Expanding  the  field  of respondents  eliminates  the  control  for  position  of middle
managers  within  the  study;  however,  it allowed  for  the needed  numbers  for  the  ethnoracial
comparisons  of results.
Another  limitation  to the  study  is that  the  sample  is not random.  The responses  were  gathered
through  the  snowball  method,  using  word  of mouth  and social  networking.  Therefore,  the  results  of  the
study cannot  be generalized  to reflect  the  employees  for  the entire  state  of Minnesota.  However,  the
size of the respondent pool paired with the validated measurement  of  the  Job Descriptive  Index  and the
Job in General  Scale provide  helpful  insights  to be considered.
The Job Descriptive  Index  assesses how  people  are feeling  about  their  jobs  on a given  day, at the
point  in which  the  survey  is completed.  If a subject  just  had a negative  interaction  with  a supervisor  or
co-worker  and then  completes  the  survey,  his or her  feelings  at that  moment  are reflected  in the results.
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If the  subject  makes amends  with  the  supervisor  or co-worker  and then  retook  the  survey,  the  results
could  be completely  different.  While  the  JDI and the  JIG are validated  instruments,  they  are still  just
taking  a snapshot  of a respondent's  feelings  at a given  point  in time.
Additional  analysis  could  be completed  by comparing  the  survey  responses  to the  vast  data  file
available  through  Bowling  Green  State  University.  Researchers  using  the instrument  can purchase  the
results  of other  respondents  from  across the  United  States  and across the  world  in order  to compare
scores. One could  compare  the  overall  JIG score  with  employees  outside  the  state  of Minnesota  to see
how  the  state  measures  up. Or, further  analysis  of ethnicity  could  be done  through  comparing  results
and by increasing  the  sample  size.
Finally,  it is important  to note  that  this is quantitative  research  and that  it does not provide
tactical  answers  as to how  to support  employees  of different  backgrounds.  Rather  it provides  insight
into  whether  or not  people  of different  ethnoracial  backgrounds  view  job  satisfaction  differently
compared  to others  in their  own  ethnoracial  group  and to others  outside  their  ethnoracial  group.
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Discussion  of  the Data
I tested  several  hypotheses  with  my data. First, I believed  that  the  White  respondents  would
have the  highest  overall  satisfaction  score  (as determined  by the  Job in General  scale). In fact,
Hispanic/Latino  respondents  had the  highest  overall  Job in General  (JIG) score. However,  they  also had
the  smallest  number  of respondents  for  their  ethnoracial  group,  and the  data  may have been skewed
due to the collection  process  for  Hispanic/Latino  respondents.  When  the  t-test  was conducted  forthe
JIG score,  I used Whites  as the  comparison  group  and found  that  there  was significant  difference
between  Whites  and American  Indians  at the.05  level  and between  Whites  and Asians  and Whites  and
African  Americans  at the.lO  level. Differences  do exist  between  ethnoracial  groups  regarding  their
overall  job  satisfaction.  I also thought  that  significant  differences  would  be found  between  Whites  and
African  Americans  within  each of the  facets  of the  Job Descriptive  Index  (JDI). However,  no significant
difference  between  Whites  and African  Americans  was found  for  any of  the  facets  when  using  the  t-test
and Whites  as the  comparison  group.
American  Indians  are often  overlooked  in ethnicity  studies.  However,  in this  study  American
Indians  represented  the  second  largest  ethnoracial  group  with  40 respondents.  Results  of  the  t-test
show  that  significant  differences  exists  between  Whites  and American  Indians  for  the  Job in General
scale, the promotion  facet  and the pay facet  at the.05  level. The difference  in mean  scores  between
Whites  and American  Indians  is significant  at the.lO  level  for  both  the  supervisor  facet  and the  workin
the present  Job facet. There  is no significant  difference  for  the co-workers  facet.  Interestingly,  this
facet  is the one that  the  employee  can more  greatly  influence.  Employees  cannot  just  grant  themselves
a raise or a promotion,  or easily  change  their  work  or their  supervisor.  They  can, however,  exercise
more  control  over  their  relationships  with  colleagues  in the  workplace.  For American  Indians,  their
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relationships  with  their  co-workers  are  the  most  satisfying  of  all of  the  facets.  This is an important
finding  to note  as employers  consider  job  satisfaction  for  American  Indian  employees  in Minnesota.
Employers  need  to  do more  in regards  to  the  other  four  facets  to increase  satisfaction  of  American
Indian  employees.  With  significant  differences  found  in four  of  five  facets  and  in the  JIG score,  it is clear
that  White  employees  in the  state  of  Minnesota  are more  satisfied  with  their  jobs  and  feel  more
positively  about  the  majority  of  the  facets  as compared  to  American  Indian  employees.
I hypothesized  that  the  JIG scale  scores  for  the  Asian  respondents  would  vary  by age of  the
respondents,  with  the  younger  respondents  more  satisfied  than  the  older  employees.  This hypothesis
stems  from  the  large  number  of  Hmong  immigrants  living  in Minnesota  and  the  potential  for  this
population  to be overrepresented  in the  study.  However,  when  the  data  was  analyzed,  no trend  was
found  between  age and  JIG scores.  In fact,  the  oldest  Asian  respondent  was one  of  six respondents  with
the  highest  JIG score  of  51. This  may  be explained  by the  lack  of  access  to computers  and  the  survey  by
low  income  employees,  often  over-represented  in immigrant  communities.
Asians  had work  on the  present  job  as the  highest  scoring  facet.  Interestingly,  this  facet  had a
significant  difference  between  Whites  and  Asians  at the.lO  level. Even though  it had the  highest  rating
for  Asians,  it is still  significantly  lower  than  for  Whites.  Work  on present  job  depicts  how  the  employee
is feeling  about  the  work  that  he/she  does  at present.  Positive  words  that  raise  the  score  for  the  facet
include  fascinating,  satisfying,  good,  respected,  exciting,  creative  and challenging,  among  others.  The
results  of  the  study  indicates  that  while  Asians  are most  satisfied  with  their  work  on their  present  job,
above  all other  facets,  they  still  do not  score  as high  as Whites.
In addition,  there  is significant  difference  at the.05  level  between  Whites  and  Asians  in the  co-
worker  facet.  This is the  opposite  of  the  findings  for  American  Indians.  As stated,  the  co-worker  facet  is
one  that  employees  may  have  more  control  over  in that  they  can choose  to build  relationships  with
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colleagues.  Employees,  however,  often  cannot  control  with  whom  they  work.  Asian  respondents  found
their  co-workers  to be less helpful,  reasonable,  likeable,  intelligent,  supportive  and responsible  as
compared  to White  respondents.  This  finding  is important  for  employers  to note  because  it shows  that
Asian  employees  are less satisfied  with  their  coworkers.  This could  be because  of  cultural  differences
that  are not  understood  or  valued.  With  a large  number  of  Hmong  immigrants  in the  Asian  population
of Minnesota,  cultural  differences  may  be more  pronounced,  and  for  a majority  White  culture,  these
differences  are  often  not  appreciated  but  rather  required  to be assimilated.  The  average  score  for  this
facet  for  Asians  is 39.46,  as compared  to  Whites  at 46.47.
Finally,  I was  concerned  that  the  Hispanic/Latino  scores  might  be skewed  due  to the  low  number
of respondents  and  the  issue  of  skepticism  that  may  have  influenced  the  lack of  response  from
Hispanic/Latino  employees. The results of the study show that  the Hispanic/Latino  respondents  had the
highest  overall  Job in General  score  when  compared  to the  other  ethnoracial  groups.  When  the  t-test
was performed  using Whites as the comparative  group, Hispanic/Latinos  had a significant  difference  at
the.05  for  the  pay  facet.  I defined  Whites  as non-Hispanic,  which,  given  the  way  in which  race  and
ethnicity  is collected on the Census, could have impacted  the results of my survey. Hispanic/Latinos
select  a race  on the  Census,  with  many  selecting  White.  In my  survey,  I blurred  the  lines  of  race  and
ethnicity  by not allowing  respondents  to select both an ethnicity  and race. Therefore,  Hispanic/Latino
respondents could have selected "White"  or "Hispanic/Latino"  for my survey. If a Hispanic/Latino
selected White on the survey, he or she most likely places less emphasis on their  Hispanic/Latino
identity  and more on their  race as White. Additionally,  this adds  complexity  to  the  results  in that
Hispanic/Latinos  were  shown  to have  the  highest  Job in General  score.  If the  White  respondent  group
includes Hispanic/Latinos,  then  the  overall  score  for  Whites  could  be skewed.  I recommend  additional
research be done regarding the Hispanic/Latino  employees in Minnesota,  perhaps  using  the  census
question  as the  standard  in gathering  respondents  by ethnoracial  and racial  groups.
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Significant  differences  were  also  found  between  household  income  groups.  The  highest
household  income  level  of  5120,000  or  higher  has the  highest  score  for  the  JIG scale  at 45.94.  T-tests
revealed  significant  differences  between  the  highest  income  group  and all other  income  levels  at.05  for
the  work  and promotion  facets.  The highest  household  income  respondents  feel  more  positive  about
their  work  in their  present  job  and  their  opportunities  for  promotion.  Again,  the  promotion  facet  is the
lowest  scored  facet  across  all income  levels,  with  all respondents  feeling  less positive  regarding  their
opportunitiesforpromotionascomparedtoallotherfacets.  Thecoworkerfacethassignificant
difference  at the.05  level  for  S40,001-S80,000  and S80,001-S120,000  household  income  ranges.
Relationships  with  coworkers  are more  positively  viewed  for  the  higher  income  levels.  This difference
may  be caused  by the  types  of positions  held  by people  across  the  income  ranges.  People  with  the
lower  household  incomes  are more  likely  to be working  in hourly  or  low-paying  jobs.  Typically  such  jobs
have a high attrition  rate, with colleagues cycling through  as they work to advance their  careers and/or
income  levels. Finally,  significant  difference  at the.05  level  was  found  in the  JIG t-test  across  all income
ranges.  Survey  respondents  with  the  highest  household  income  are more  satisfied  in their  current
position  as compared  to  all other  income  groups.
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Conclusions
The analysis  of  the data  gathered  through  the  JDI and the  JIG scale suggests  that  significant
differences  do exist  between  ethnoracial  groups  within  the  state  of Minnesota.  Within  the  analysis  of
the  ethnoracial  groups,  the  importance  of co-workers  and the  work  itself  is indicated  by the high
rankings  and the high average  scores. The impact  of  working  with  people  that  you respect  and enjoy  is
very  important  to all respondents,  particularly  to African  Americans,  American  Indians  and Whites.  For
Asian and Hispanic/Latino  respondents,  the  work  itself  and the  fulfillment  it gives to the employee  ranks
most  important.
The results  of  the  analysis  indicate  that  people,  in general,  are feeling  more  pessimistic  about
the  opportunities  for  promotion.  Additionally,  many  feel  that  their  pay is not  adequate  or fair. The
research  did show  that  people  who  earn more  showed  satisfaction  with  their  jobs. The average  scores
for  both  facets  were  consistently  ranked  at 4th for  pay and 5'h for  promotion,  no matter  what  subgroup
was being  analyzed. Given the  economic  realities  of these  times,  it appears  that,  in general,  people  are
not  optimistic  about  promotions  regardless  of their  ethnicity.  Some subpopulations  have much  lower
average  scores  for  promotion,  but  all groups  ranked  this  the  lowest.
It is important  to note  that  within  each demographic  trait  and within  each subgroup,  there  exists
a range of scores  for  each question.  While  trends  exist,  individuals  still  view  each facet  in their  own  way,
with  their  own  score. There  is substantial  range  within  each ethnicity  for  each facet  score. It is vitally
important  for  employers  to understand  this. Creating  one-size-fits  all training  or retention  programs  for
employeesisboundtosucceedforsomeandfailforothers.  Ratherthanattachingblameforthefailure
to a specific  demographic  group,  employers  must  investigate  what  about  each failure,  with  each
individual,  made  the  training  or program  not  work.
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Additionally,  employers  need  to note  the  dissatisfaction  that  American  Indians  have  with  many
of  the  job  facets  and  the  job  in general.  Attention  to  this  population  would  prove  beneficial  to  employer
and employee  as concerns  are addressed  and  satisfaction  is improved.  Minnesota  is becoming  a more
and more  diverse  state.  In order  to have  a satisfied  workforce,  attention  needs  to be given  to  the
various  ethnoracial  groups  represented  (and  not  represented)  in the  organization  to better  understand
their  needs  and  the  assets  that  they  bring  to the  organization.  Conversations  with  employees  regarding
their  work,  pay, opportunities  for  promotion,  relationships  with  coworkers  and relationships  with
supervisors  can lead  to clearer  understanding  of  the  expectations  of  employees  and employers,  to  the
needs  of  employees  and  employers  and  to the  cultivation  and retention  of  talent.
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Appendix  A: Request  to  Social  Networking  Groups  and  Professional  Organizations
Email  sent  to social  networking  groups  on Linked  In and  to Minnesota  Professional  Associations
requesting  assistance  in advertising  a need  for  subjects  for  this  research:
Hello!  My  name  is Carrie  Carroll  and I am a student  in the  Master  of  Arts  in Leadership  program  at
Augsburg  College.  I am conducting  research  on the  influence  of  ethnicity  on job  satisfaction  for
employees  in the  state  of  Minnesota.  I will  be using  the  Job Descriptive  Index,  including  the  job  in
General  Scale  to gather  data  on job  satisfaction.  The  data  will  be analyzed  to  see if correlations  exist
between  ethnicity  and  the  five  facets  of  job  satisfaction.  I need  at least  25 participants  from  each  of  the
five  ethnoracial  groups:  Hispanic/Latino,  African  American,  American  Indian,  Asian  and White.
I am writing  to  ask if you  would  be willing  to  advertise  the  need  for  subjects.  Subjects  will  be given  a link
to a survey  that  will  verify  their  middle  manager  status  and ask for  demographic  information.  Subjects
will  then  complete  the  Job Descriptive  Index.  The  complete  survey  will  take  less than  10  minutes.
If you  are  willing  to  advertise  with  your  employees/members,  I will  provide  you  with  a copy  of  my
research  findings  once  compiled  for  my thesis.  It is my hope  that  the  research  will  provide  insight  into
the  diversity  of  thought  regarding  job  satisfaction  due  to the  diversity  of  the  employees  that  we have  in
Minnesota.  A "one  size fits  all"  approach  to management  may  no longer  work  for  the  satisfaction  and
retention  of  our  diverse  workforce.
Here  is a description  of  the  advertisement  for  this  research  thatI  ask that  you  share  with  your
employees/members:
Respondents  are needed  for  research  studying  the  impact  of  culture  and  ethnicity  on job  satisfaction.
Carrie  Carroll,  a student  in the  Master  of  Arts  in Leadership  program  at Augsburg  College,  is conducting
research  on the  influence  of  ethnicity  on job  satisfaction  for  employees  in the  state  of  Minnesota.  The
Job Descriptive  Index,  including  the  Job in General  Scale,  will  be used  to gather  data  on job  satisfaction.
The data  will  be analyzed  to  see if correlations  exist  between  ethnicity  and  the  five  facets  of  job
satisfaction.  At least  25 participants  from  each  of  the  following  five  ethnoracial  groups:
Hispanic/Latino,  African  American,  American  Indian,  Asian  and  White  are needed.
Participants  will  be asked  to  complete  an online  survey  (taking  no longer  than  10  minutes).  If you  are
interested,  log onto:  https://www.surveymonkey.com/s/PLQMB9L
You can forward  this  information  to friends  and colleagues  that  meet  the  above  stated  criteria.  The
results  of  the  research  will  be shared  with  the  following  organizations:  the  Professional  Hmong  Women
Association  and  the  Hmong  Network  on Linked  In.
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Please  let  me know  if you  are willing  to  share  this  advertisement  with  your  organization.  I hope  that  you
will  be able  to assist  me in finding  subjects  for  this  research.
Cordially,  Carrie  Carroll
Appendix  B: Letter  of  permission  from  Bowling  Green  (PDF)
I obtained  permission  from  Bowling  Green  State  University  JDI research  administrators  to  use the  JDI,
including  the  Job in General  Scale,  for  this  study.
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Appendix
 C: Informed
 Consent
 Form
You
 are  invited
 to
 be in a
 research
 study  of  the  impact
 of  culture  on job  satisfaction.
 This
 study  is
 being
conducted
 by me,
 Carrie  Carroll,  a
 student
 in the  Master  of  Arts  in
 Leadership
 Program,
 at
 Augsburg
College.
 My  advisor
 is Professor
 Andy  Aoki
 from  the
 Political
 Science
 Department
 at Augsburg
 College.
The
 purpose
 of  this
 study
 is to  determine
 if there
 are  similarities
 across
 ethnoracial
 groups
 in job
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satisfaction
 indicators.
 The
 Job  Descriptive
 Index,
 which  includes
 the  job
 in General
 Scale,
 allows
 me  to
determine
 a quantifiable
 result  across
 ethnoracial
 groups
 to  determine
 if
 similarities
 exist.
 The  data
 will
be
 analyzed
 to  see
 if correlations
 exist  between
 ethnicity
 and  the
 five  facets
 of  job
 satisfaction.
 I
 need
at
 least  25
 participants
 from
 each
 of  the  five  ethnoracial
 groups:
 Hispanic/Latino,
 African
 American,
American
 Indian,
 Asian  and
 White.
Procedures:
If
 you  agree
 to  be
 in this  study,  I would  ask
 you  to
 do  the
 following.
 You  will  complete
 the
 three  part
survey.
 The  first
 section  asks  for
 demographic
 information.
 The  second  section
 asks
 questions
 about
your
 decision
 making
 and
 budget
 authority,
 as well
 as the
 number
 of  employees
 you  supervise.
 The
final
 section
 is the
 Job  Descriptive
 Index  which  includes
 the
 Job  in
 General
 scale.
 The  entire
 survey
 will
take
 about
 10  minutes.
Risks
 and
 Benefits
 of  Being
 in the
 Study:
I will  not
 be collecting
 names
 of  respondents
 or  places
 of
 employment
 as
 a part  of
 the  survey.
 Your
results
 will
 be anonymous.
 There
 are  no direct  benefits
 for
 participation.
 There  exists
 a chance
 that
 the
survey
 respondents
 will  receive
 an
 indirect
 benefit
 for  their
 participation.
 The  organizations
 and
associations
 that
 assist  in
 the  initial
 request
 for  subjects
 will  receive
 the  results
 of
 my  research.
 The
research
 results  can
 be used
 to  influence
 training
 of  supervisors,
 to  empower
 employees
 as they  seek  to
find
 more
 satisfaction
 in their  work,
 and  to
 educate
 companies
 on
 the  factors
 that
 influence
 job
satisfaction
 in a diverse
 work  force.
Confidentiality:
The
 records
 or  this
 study  will  be kept
 confidential.
 The  results
 of  this  study
 will  be
 presented
 at my
 oral
presentation
 of  my  research
 to  the
 MAL  program
 faculty.
 A final  copy  of  the  thesis
 will  be
 available
 in
the
 Augsburg
 College
 Lindell
 Library.
 All  data  will
 be kept
 in a locked
 file;
 only  my
 advisor,
 Dr. Andy
 Aoki,
Professor
 of  Political
 Science,
 and
 I will  have
 access
 to  the
 data.  The
 data
 will  be used  for
 educational
purposes
 and  will
 be deleted
 on  January
 1,  2015.
 If the  research
 is
 terminated
 for
 any  reason,
 all data
and
 recordings
 will
 be destroyed.
Results
 of
 this  study
 will  be shared
 with  the
 following
 organizations:
 the  Professional
 Hmong
 Women
Association,
 the  Diversity
 in Minnesota
 Linked
 In group  and
 the  Hmong
 Network
 on Linked
 In.
Voluntary
 Nature
 of  the  Study:
Your
 decision
 whether
 or
 not  to  participate
 will  not
 affect
 your  current
 or
 future  relations
 with  Augsburg
College,
 or
 the  researcher.
 If  you
 decide  to  participate,
 you
 are  free
 to  withdraw
 at any  time
 without
affecting
 those  relationships.
 You
 may  also
 decide
 to  skip
 a question
 in the
 survey.
 Your  individual
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decision  to  participate  in the  study  will  not  be shared  with  the  professional  associations  I have  sought
assistance  from  in advertising  this  research  study.  Therefore,  your  relationship  to  the  Professional
Hmong  Women  Association,  the  Diversity  in Minnesota  Linked  In group  and  the  Hmong  Network  on
Linked  In will  not  be affected  by  your  decision  whether  or  not  to  participate  in the  study.
Contacts  and  Questions:
The  researcher  conducting  this  study  is Carrie  Carroll.  You may  ask  any  questions  you  have  now  or  later
by contacting  me  at carrollc@augsburg.edu  or  612-221-4422.  My  advisor  is Dr. Andy  Aoki,  Professor  of
Political  Science.  He can  be reached  at aoki@augsburg.edu;  612-330-1634.
Statement  of  Consent:
I have  read  the  above  information.  I consent  to  participate  in the  study.  I understand  that  I can  stop  the
survey  at any  time.  Consent  is implied  by your  completion  of  the  survey.
Appendix  D: Survey
Job  Satisfaction  and  the  relationship  to  ethnicity:  comparing  the  Job  Descriptive  Index  and  the
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job  in General  Scale  across  ethnoracial  groups  in similar  positions  within  the  state  of Minnesota
Consent:
You are invited  to be in a research  study  of  the  impact  of  culture  on job  satisfaction.  This  study  is
being  conducted  by me, Carrie  Carroll,  a student  in the  Master  of  Arts  in Leadership  Program,  at
Augsburg  College.  My  advisor  is Professor  Andy  Aoki  from  the  Political  Science  Department  at
Augsburg  College.  The purpose  of  this  study  is to determine  if there  are  similarities  across
ethnicities  in job  satisfaction  indicators.  The  Job Descriptive  Index,  which  includes  the  Job in
General  Scale,  allows  me to  determine  a quantifiable  result  across  ethnicities  to determine  if
similarities  exist.  The  data  will  be analyzed  to see if correlations  exist  between  ethnicity  and  the
five  facets  of  job  satisfaction.  I need  at least  25 participants  from  each  of  the  four  ethnic  groups:
Hispanic/Latino,  African  American,  Asian  and Caucasian.  Participants  need  to be middle  managers
as defined  by:
Employees  that  have  at least  three  direct  reports.
Employees  that  either  oversee  a budget  of  at least  510,000  or  are responsible  for  budget
decisions.
Employees  that  have  decision-making  authority  within  an organization.
Employees  will  have  held  their  position  (or  a similar  middle  management  position)  for  at least
one  year.
Procedures:
If you  agree  to be in this  study,  I would  ask you  to  do the  following.  You will  complete  the  three
part survey. The first section asks for demographic  information.  The second  section  validates
your  status as middle  manager.  The final section is the Job Descriptive  Index  which  includes  the
Job in General  scale.  The  entire  survey  will  take  about  10  minutes.
Risks  and  Benefits  of  Being  in the  Study:
I will  not  be collecting  names  of  respondents  or places  of  employment  as a part  of  the  survey.
Your  results  will  be anonymous.  There  are no direct  benefits  for  participation.  There  exists  a
chance  that  the  survey  respondents  will  receive  an indirect  benefit  for  their  participation.  The
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organizations  and  associations  that  assist  in the  initial  request  for  subjects  will  receive  the  results
of  my research.  The  research  results  can be used  to  influence  training  of  supervisors,  to  empower
employees  as they  seek  to  find  more  satisfaction  in their  work,  and  to  educate  companies  on the
factors  that  influence  job  satisfaction  in a diverse  work  force.
Confidentiality:
The  records  of  this  study  will  be kept  confidential.  The results  of  this  study  will  be presented  at my
oral  presentation  of  my research  to  the  MAL  program  faculty.  A final  copy  of  the  thesis  will  be
available  in the  Augsburg  College  Lindell  Library.  All data  will  be kept  in a locked  file;  only  my
adviso5  Dr. Andy  Aoki,  Professor  of  Political  Science,  and I will  have  access  to the  data.  The  data  will
be used  for  educational  purposes  and  will  be deleted  on January  1, 2015.  If the  research  is
terminated  for  any  reason,  all data  and recordings  will  be destroyed.
Results  of  this  study  will  be shared  with  the  following  organizations:  the  Professional  Hmong
Women  Association,  the  National  Black  MBA  Association,  the  National  Society  of  Hispanic  MBAs,
the  Diversity  in Minnesota  Linked  In group,  the  Middle  Management  Association  of  MN and  the
Hmong  Network  on Linked  In.
Voluntary  Nature  of  the  Study:
Your  decision  whether  or  not  to participate  will  not  affect  your  current  or  future  relations  with
Augsburg  College,  or  the  researcher.  If you  decide  to  participate,  you  are  free  to  withdraw  at any
time  without  affecting  those  relationships.  You may  also  decide  to  skip  a question  in the  survey.
Your  individual  decision  to participate  in the  study  will  not  be shared  with  the  professional
associations  I have  sought  assistance  from  in advertising  this  research  study.  Therefore,  your
relationship  to  the  Professional  Hmong  Women  Association,  the  National  Black  MBA  Association,
the  National  Society  of  Hispanic  MBAs,  the  Diversity  in Minnesota  Linked  In group,  the  Middle
Management  Association  of  MN and  the  Hmong  Network  on Linked  In will  not  be affected  by your
decision  whether  or  not  to participate  in the  study.
Contacts  and  Questions:
The researcher  conducting  this  study  is Carrie  Carroll.  You may  ask any  questions  you  have  now  or
later by contactin(3 me at carrollc@augsburg.edu  or 612-221-4422.  My advisoris  Dr. Andy Aoki,
Professor  of  Political  Science.  He can be reached  at aoki@augsburg.edu;
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612-330-1634.
Statement  of  Consent:
I have  read  the  above  information.  I consent  to  participate  in the  study.  I understand  that  I can
stop  the  survey  at any  time.  I understand  that  consent  is implied  when  completing  the  survey.
Demographic  Information:
1. Please  choose  one:
African  American
American  Indian
Asian
Whii(;
Other
2. Whatisyourage?  
3. What  is your  gender?
Female
Male
4.  How  many  years  have  you  worked  at  your  current  company?
5. What  type  of  company  do  you  work  for?
 Private,  for  profit
Private,  not  for  profit
Government
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6. Where
 is the  location
 of  your
 work?
Metro
Non-metro
7.  What
 is your
 total
 household
 income?
under
 540,000
S40,001-S80,000
S80,001-S120,000
over
 5120,000
8. How
 many
 people
 do you  supervise?
9. Are
 you  responsible
 for
 budget
 decisions?
Yes
No
10.  Are
 you
 responsible
 for  a budget
 of  at least
 SI0,000?
Yes
No
11. Are
 you  able  to
 make
 some
 decisions
 without
 seeking
 a supervisor's
 approval?
 Select
 a rating
 on
the  scale
 below
 with
 1 being
 no
 freedom
 to  make  decisions
 and
 5 being
 complete
 freedom
 to  make
decisions.
1-no  freedom 2 3 4 5-complete
 freedom
to  make
 decisions to  make
 decisions
12.  How
 long
 have  you  been
 in your
 current
 position?
13.  If you  have
 worked
 in
 your  current
 position
 for
 less than
 one
 year,
 how  many  years
 have
 you
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held
 a similar
 position
 at
 a different
 organization?
14.
 Work
 on  the  Present  Job
Think
 of  the
 work
 you  do
 at present.
 How
 well  does
 each
 of  the  following
 words  or  phrases
 describe
your
 work?
 Provide
 one  of  the  following
 answers
 for  each
 word  or
 phrase:
Y
 for  "Yes"
 it describes
 your
 work
N
 for  "No"
 it does
 not  describe
 it
?
 for  "?"  if
 you  cannot
 decide
Yes No
Fascinating
Routine
Satisfying
Boring
Good
Gives
 sense
 of  accomplishment
Respected
Exciting
Rewarding
Useful
Challenging
Simple
Repetitive
Creative
Dul[
Uninteresting
Can
 see  results
Uses
 my  abilities
15.
 Pay
Think
 of  the
 pay  you
 get  now.
 How
 well  does
 each
 of  the  following
 words  or  phrases
 describe
 your
present
 pay?
 Provide
 one
 of  the  following
 answers
 for  each
 word  or  phrase:
Y for  "Yes"  it
 describes
 your
 work
N for  "No"  it
 does  not  describe
 it
? for  "?"
 if you
 cannot
 decide
Yes No
Income
 adequate
 for
 normal
expenses
Fair
Barely
 live  on
 income
Bad
Comfortable
Less than
 I deserve
Well  paid
Enough
 to  live
 on
Underpaid
16.  Opportunities
 for
 Promotion
Think  of  the  opportunities
 for  promotion
 that
 you  have
 now.
 How
 well
 does
 each  of
 the  following
words
 or  phrases
 describe
 your  these?
 Provide
 one
 of  the
 following
 answers
 for  each
 word
 or
phrase:
Y for  "Yes"
 it
 describes
 your
 work
N for  "No"  it
 does  not
 describe
 it
? for  "?"
 if  you
 cannot
 decide
Yes No
Good  opportunity
 for
 promotion
Opportunities
 somewhat
 limited
Promotion
 on
 ability
Dead-end
 job
Good  chance
 for  promotion
Very  limited
Infrequent
 Promotions
Regular
 Promotions
Fairly  good
 chance
 for  promotion
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17.  Supervision
Think
 of  the
 kind  of
 supervision
 that  you
 get
 on your
 job.
 How
 well  does
 each
 or the
 following
words
 or  phrases
 describe
 this?
 Provide
 one
 of  the
 following
 answers
 for  each
 word
 or  phrase:
Y for  "Yes"  it
 describes
 your
 work
N for  "No"  it
 does  not  describe
 
it
? for  "?"  if you
 cannot
 decide
Yes No
Supportive
Hard  to
 please
Impolite
Praises
 good
 work
Tactful
Influential
Up-to-date
Unkind
Has favorites
Tells  me  where
 I stand
Annoying
Stubborn
Knows
 job  well
Bad
Intelligent
Poor  planner
Around
 when
 needed
Lazy
18.  People
 on
 Your
 Present
 Job
Think  of  the  majority
 of  people
 with  whom
 you
 work
 or  meet
 in
 connection
 with  your
 work.
 How
well  does
 each
 of  the
 following
 words  or  phrases
 describe
 these
 people?
 Provide
 one
 of  the
following
 answers
 for
 each
 word
 or  phrase:
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N for  "No"
 
it
 does
 not
 describe
 it
? for  "?"
 if  you  cannot
 decide
Yes No
Pleasant
Bad
G reat
Waste
 of  time
Good
Undesirable
Worthwhile
Worse
 than
 most
Acceptable
Superior
Betterthan
 most
Disagreeable
Makes
 me  content
Inadequate
Excellent
Rotten
Enjoyable
Poor
Thank
 you  for
 taking
 the
 time
 to  complete
 this
 survey!
 Your
 responses
 are
 imperative
 to
 this
research.
 Please
 feel
 free
 to  forward
 this
 survey
 to  colleagues
 and
 friends.
 The
 link  to  the
 survey
 is:
https://www.surveymonkey.com/s/PLQM
 B9L
The
 survey
 will  remain
 open
 until
 October
 16,
 2011.
If you  have
 any  questions
 regarding
 this
 survey
 or  the
 research,
 please
 contact
 Carrie
 Carroll
 at
carrollc@augsbu
 rg.edu.

